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CHAPTER I 
INTRODUCTION 
Studies on attitudes toward disabled and deviant groups 
have shown that certain types of attitudes can be asso-
ciated with attitudes of rejection and negative evaluation 
(Friedson, 1966). In the field of alcoholism treatment, 
the attitudes of the treatment staff can have a direct 
bearing on treatment approaches and outcome. Negative atti-
tudes, if perceived by the alcoholic, may result in a desire 
to leave treatment prematurely (Chafetz, Blane, Abram, 
Golner, Lacy, McCourt, Clark, and Meyers, 1962; Pattison, 
1966). 
Research on job satisfaction suggests that attitudes 
toward work can affect the worker in at least two ways. 
Hackman and Lawler (1971) have found that job satisfaction 
can influence performance. In the area of worker turnover, 
Brayfield and Crockett (1955) concluded that job satis-
faction had a strong influence on worker turnover. Addi-
tional support for this finding was reported by Porter and 
Steers (1973). 
With the reduction of funds available for alcoholism 
programs, it becomes more important to increase the effec-
tiveness of existing programs by reducing impediments to 
positive outcomes. Study of factors affecting treatment 
2 
staff attitudes is one way of achieving this objective. 
A number of researchers in various fields have focused 
on the influence of environmental variables on attitudes. 
For instance, Bettelheim (1943) found that inmates of con-
centration camps came to believe that their captor's rules 
were desireable values and norms. Breer and Locke {1965) 
suggest that task experiences lead to the development of 
certain beliefs, values and preferences that are specific 
to the task itself, but are also generalized to other areas 
of life over time. In a study on the role of psychiatrists 
in the military, Daniels (1969) found that the organization 
superceded any authority for decision-making that may be 
vested in their non-military colleagues. The norms and the 
sanctions for deviations from the norms are determined by 
the military and not the professional. Holland {1973) stud-
ied the effect of organizational structure on resident man-
agement practices of institutional staff and found that de-
centralization of authority was more influential than staff 
to resident ratios on the development of resident treatment 
programs. In a study of staff working in a residential re-
. 
habilitation program and a sobering-up station, Berger-Gross 
and Lisman (1979) tested the hypothesis that work settings 
would result in differences in attitudes between the two 
groups. They found that the rehabilitation staff had a more 
humanistic attitude toward the alcoholic and a view that the 
etiology of alcoholism was psychological in nature. 
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Others, however, have argued that the study of atti-
tudes should take into account the interaction of person-
ality and environmental variables. Inkeles (1959) and 
Inkeles and Levinson (1963) have posited that to predict 
the functioning of a particular institution, a researcher 
needs to know both the system and the personality charac-
teristics in the population at large and among incumbents 
of specific roles. They have argued that there is a reci-
procity between the individual's personality and the extent 
to which the environment is mediated by the personality. 
To them, it is important to study both the individual and 
the social situation. 
In addition, Yinger (1963) noted in a review on the 
implications of a field view of personality that the social 
psychologist should study individual behavior in the social 
context. Researchers need to consider not only personal 
traits, but the social system as well. In the area of men-
tal illness, a field view requires that it be defined only 
in the process of interaction. 
In a series of studies that examined the interaction 
of persons and settings, Moos (1968), Moos (1969), and 
Moos and Daniels (1967) utilized a semantic differential to 
assess staff and patients' feelings in various ward sub-
settings. They found that the person and setting inter-
action accounted for most of the variance. Furthermore, 
setting differences for staff were somewhat more important 
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in accounting for total variance than were individual dif-
ferences. This suggests that predictions may be possible 
on how staff will react if the particular setting they are 
in is known. More recently, Moos (1974, 1975) and Moos and 
Brownstein (1977) have argued for combining the individual's 
personality, attitudes and background variables with the 
study of the environment as a means of increasing the accu-
racy of behavior predictions. 
Purposes 
The purpose of this study is to examine staff attitudes 
toward the alcoholic and staff job satisfaction in relation 
to need-press congruence in two types of alcoholism resi-
dential treatment programs. The attitudes will be studied 
from the person-environment interaction perspective dis-
cussed in the preceding section. The focus will be on the 
staff personality needs and perceptions of the work environ-
ments in the two types of treatment programs. 
There are several specific objectives of the study. 
First, staff from the two types of programs will be compared 
to determine if there are significant differences in their 
closeness needs as well as on eleven other personality fac-
tors. Secondly, they will be compared on differences in the 
degree of perceived supportiveness in their work environ-
ments. Third, they will be studied to determine if there 
are differences in the degree of congruence of their scores 
on the measures for closeness need and perceived supportive-
ness in the work environment. That is, will the variability 
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of scores on the two measures be closely associated or 
widely dispersed? 
The next two hypotheses will examine the relationship 
of congruence and attitudes toward the alcoholic and job 
satisfaction. The staff will be grouped according to level 
of congruence and scores on the six scales of the Attitude 
Toward Alcoholics Instrument and will be compared by those 
levels. In addition, they will be compared on a measure of 
job satisfaction along these same groupings. 
These hypotheses have been formulated in the general 
context of the person-environment interaction theory. Es-
sentially, it proposes that human behavior should be stud-
ied in terms of the relationship of the individual and the 
environment. The prediction of behavior is improved when 
the researcher has knowledge of both the individual's per-
sonality, the environmental influences, and how the two 
interact. Researchers have hypothesized that the study of 
attitudes should take into consideration the interaction of 
the individual and the environment. 
Need-press congruence is a more specific aspect of the 
person-environment interaction hypothesis that is of concern 
in this study. Murray (1938) has posited that an individ-
ual's needs and his or her environmental press interact to 
influence behavior. As will be discussed in Chapter II, a 
number of studies have been conducted along Murray's theo-
retical notions around job satisfaction. This hypothesis, 
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however, has not been applied to the study of attitudes to-
ward the alcoholic. Nevertheless, the basic tenets of the 
person-environment interaction suggest that need-press con-
gruence would have applicability to the study of influences 
on these attitudes. 
Types of Programs 
The staff, or respondents to the questionnaires, will 
be drawn from two types of residential alcoholism treatment 
programs: residential rehabilitation and detoxication pro-
grams. These programs offer a residential and protective 
environment while the individual alcoholic progresses 
through the treatment regimen of the specific programs. 
There are some similarities in the types of services 
offered by the two programs. For instance, both offer some 
counseling to the alcoholic. There is some education fo-
cusing on the effects of alcohol on the individual both 
physically and psychologically. In addition, there is an 
attempt to link the alcoholic to a self-help group such as 
Alcoholics Anonymous. 
However, there are many more important differences be-
tween the two types of programs. A significant difference 
is the length of stay for the clients. For the detoxi-
cation programs, the programmed length of stay is generally 
five days, whereas, for the rehabilitation programs, the 
programmed length of stay is thirty days or more. This 
offers several advantages to the residential rehabilitation 
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program. As the staff work with the clients over time, 
theY are able to see some changes (either verbal or be-
havioral) in them. This in itself can be reinforcing to 
the staff. They are able to see positive changes as a 
result of their work. Even if the clients have completed 
their detoxication within the program and stay for the 
longer term treatment, the staff get to see the clients at 
their best as well as their worst. In contrast, the de-
toxication staff must try to persuade the clients to go on 
for continued service. They do not have the opportunity 
to see them at their best. 
As support for the significance of this difference, 
Reynolds and Coleman (1972) found that when staff believed 
they were playing an instrumental role in patients treat-
ment, their attitudes and morale tended to be higher. They 
compared staff using treatment techniques based on princi-
ples of behavior therapy with another utilizing traditional 
treatment techniques. The results showed that the staff 
using the behavior therapy techniques had significantly 
more positive views of the ward atmosphere. In addition, 
their morale was higher. Another finding in their study 
was that opinions on the likelihood of responding to treat-
ment and potential for adjustment outside of the hospital 
also improved in the experimental group. 
Another facet of the significance of the longer lengths 
of stay for the rehabilitation program staff is the effect 
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of higher discharge rates or client turnover on staff. In 
a study involving inpatient psychiatric programs, Ellsworth, 
Maroney, Klett, Gorden, and Gunn (1971) found that nursing 
staff had negative views of units characterized by high re-
lease rates. In addition, these programs failed to promote 
patient autonomy. The professional staff tended to not 
involve either staff or the patients in responsible roles. 
Another advantage of the longer lengths of stay is the 
opportunity afforded for the acculturation of the clients 
into the programs' milieu by other clients as well as the 
staff. In a study that examined the acculturation of milieu 
therapy, Almond, Keniston, and Bolton (1972) studied the 
effect of the ward milieu on changes in the pattern of 
values of patients hospitalized for emotional problems. 
The study attempted to relate how staff and patients working 
together over an extended period of time have an opportunity 
to develop shared values, attitudes and beliefs. The re-
sults of the study indicate that inpatient values are a 
product of staff values only insofar as they are integrated 
into the ward social system through positively sanctioned 
patient roles that must put these values into practice. The 
specific pressures toward this role were found to be the 
role of the ward director and reinforcement given by staff 
leadership to other staff for exhibiting the desired value 
system. The ongoing acculturation of the patients in the 
desired value system, effective and appropriate delegation 
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of responsibility, and the lesseninq of sy~ptomatic behavior 
through social and pharmacologic control were the result of 
long lengths of stay. Since the clients in the detoxication 
programs do not stay very long, staff do not have a chance 
to impart very many values to the clients other than routine 
expectations of daily living. Furthermore, the clients do 
not have an opportunity to participate in an acculturation 
process. Instead, it is the staff who must communicate to 
the clients all of the norms for the program. 
Another significant difference between the two types of 
programs is the difference in their goals. Dimsdale (1975), 
in a study that examined the goals of patients and staff on 
a psychiatric inpatient unit, noted that goals provide an 
organization with direction. They enable the individual to 
put limits on a random environment. Furthermore, they be-
come the basis for a worker's identification and motivation. 
The primary objectives of the detoxication programs are to 
provide a humane and safe environment in which alcoholics 
can sober up. Secondly, they try to convince them of the 
value of continued treatment. The goals of the residential 
rehabilitation programs are somewhat different. These pro-
grams have completed their work. The primary objective of 
the long-term programs is to help the alcoholic establish a 
behavior pattern of sobriety. The protective and supportive 
environments provide the assistance to accomplish this ob-
jective. In addition, there is an opportunity to work with 
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the families of alcoholics. The long term client stay also 
provides an opportunity to staff in these programs to work 
with the alcoholic over longer periods of time and develop 
closer relationships that are not available in the detoxi-
cation.programs. 
Definition of Terms 
To provide clarity in the purposes of the study, defi-
nitions are provided for the key concepts. 
Need-press Congruence 
This is the degree of fit between personality needs and 
the press or demands of the environment. Stern (1970) has 
defined personality need as the activities an individual 
prefers to do. Press refers to the phenomenological view of 
the world an individual possesses. It also refers to those 
views that are shared with others. 
Congruence, then, refers to the degree of symmetry be-
tween a personality need and the perceived climate or press 
of the environment. A lack of congruence would reflect a 
dissonant relationship between the need and press. This 
would lead to a desire on the part of the individual to 
bring one or the other into balance with the other. The 
other option open to the individual is to withdraw from the 
situation. 
Closeness Need 
This is defined by Stern (1970) as recognition of one's 
needs for warmth and emotional supportiveness. 
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~upportiveness 
stern (1970) defined this as respect for the integrity 
of the teacher as a person with recognition that dependency 
needs are to be supported. It is not necessary for inde-
pendence needs to be accepted. Scales measuring this could 
reflect a climate of certainty, acceptance, and non-prej-
udice. 
Job Satisfaction 
Dawis (1976) in a paper reviewing the Minnesota Theory 
of Work Adjustment defined job satisfaction as the corre-
spondence between an individual's needs and the work en-
vironrnent•s reinforcers. Individuals bring into their work 
environment certain needs and abilities and the environment, 
in turn, has certain requirements. Correspondence, then, 
is the degree to which the two sets of requirernents are 
mutually responsive. 
Attitudes 
Rokeach (1969) has defined an attitude as "a relatively 
enduring organization of beliefs around an object or situa-
tion predisposing one to respond in some preferential man-
mer." Allport (1939) also defined an attitude as one's 
position for or against something that is rooted in motiva-
tion. They have a driving force which impels someone to act 
in a particular way. These definitions point out how atti-
tudes are evaluative in nature and predispose an individual 
to a certain action. 
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Alcoholism 
Defined by the American Psychiatric Association, al-
coholism is a pattern of pathological alcohol use. It 
results in an impairment of social and/or occupational 
functioning. Also, the individual develops a physical 
tolerance that results in withdrawal symptoms when use is 
discontinued. 
Non-hospital Detoxication Center 
Established by the State of Illinois Alcohol Intoxi-
cation Act of 1976, these programs offer a humane and super-
vised environment for the withdrawal of alcohol. No hos-
pitalization is offered, but referral can be made for any 
medical complications resulting from the withdrawal. 
Lengths of stay are generally up to 5 days. 
Nimmers (1970) noted that there are 5 basic goals of 
the detoxication program: 
1. removal of the criminal label for 
public intoxication and stigmatizing 
effect that was thought to impede 
rehabilitative efforts; 
2. removal of a large burden from the 
criminal justice system; 
3. provide more humane treatment than 
drunk tanks; 
4. provide prompt medical care; and 
5. referral to ongoing treatment. 
Annis (1979) also stressed the importance of the last 
goal. The average length of stay in these programs in 
Illinois is 2.9 days. 
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Residential Rehabilitation 
These programs generally begin when the client has 
completed the withdrawal from alcohol. The length of the 
program generally runs 14 - 28 days. The average length of 
stay in such programs in Illinois is 27.7 days. These pro-
grams aim at helping the alcoholic establish a pattern of 
sobriety. Because of the treatment techniques used, they 
also aim at changing unsatisfying behavior patterns to more 
satisfying ones. The treatment modalities used are indi-
vidual and group therapy as well as family therapy if the 
alcoholic's social network has not disintegrated. In ad-
dition, there is an educational component that stresses the 
effects of alcohol. In some instances, a non-hospital de-
toxication service may be offered by the residential reha-
bilitation program. 
Staffs 
The staffs who participated in the study were those 
providing direct-care services to the clients of the pro-
grams. This included both professional and para-profession-
al levels. Each program is allowed to develop its own job 
descriptions and to utilize job titles in keeping with their 
own progra~natic requirements. The most commonly used job 
title is a characteristic of both types of programs. This 
can be seen in Table 9 on page 73. In addition, the detox-
ication progrru~s utilize two other types of general titles: 
treatment assistant and addiction specialist. Finally, the 
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detoxication programs utilize a shift supervisor position 
that is not shown for the other program. This may reflect 
the need for greater structure on all shifts because the 
detoxication programs do not control who and when clients 
are admitted. The rehabilitation programs, however, do 
control who is admitted and when they are admitted. Ad-
ministrative and clerical staff were excluded from the 
study. 
The types of major activities that the staffs engage 
in are different for each type of program. The residential 
rehabilitation programs provide individual and group coun-
seling, family counseling, lectures on the effects of al-
coholism, and recreational activities. Because the length 
of stay for the clients is longer, there is an opportunity 
for the staff to develop long term relationships. 
The detoxication staff have an opportunity to do some 
counseling, both individually and in groups, with the cli-
ents. What counseling is done, however, is over a short 
term for those who stay more than a day or two. The activ-
ity that is emphasized is motivating the clients to continue 
treatment when detoxication is completed. Thus, referral and 
liaison with other agencies is an important activity. Be-
cause of this emphasis, detoxication programs are viewed as 
an entry point into the alcoholism treatment system. Fi-
nally, 1nany clients do not continue in an organized treat-
ment program when detoxication has been completed. 
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Significance of the Study 
several researchers have documented the importance of 
therapists' attitudes toward their clients. In a study of 
patients' views of their therapists, Strupp, Fox, and 
Lesser -(1969) found that a patients' degree of improvement 
was related to their views of the therapist. Greatest im-
provement among the clients was revealed when the therapist 
was seen as attentive, warm, and willing to engage in small 
talk. In contrast, there was a tendency to get angry when 
the therapist was viewed as neutral. 
Pattison (1966) noted that the therapist must show a 
fundamental respect for alcoholics when treating them. Fur-
thermore, a negative response by disulfiram treatment can be 
predicted when given by a deprecating physician. Also, 
Selzer (1951) has written on the negative impact of overt 
or covert hostility from a therapist. To the alcoholic, a 
hostile therapist is another obstacle that must be overcome. 
This evidence suggests that it is important to know not 
only the attitudes of staff working with the alcoholic, but 
also those factors influencing them. In this way, better 
treatment modalities can be developed that will play a part 
in better treatment outcome. 
A second consideration is the additional support that 
could be provided to some studies that have suggested that 
ecological and psycho-social variables have important roles 
in the study of treatment environments. For instance, 
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Hoos (1972) studied treatment environments at a wide variety 
of VA hospital wards and found that the variables of ward 
size and staffing are likely to influence the type of en-
vironment that is created on a psychiatric ward. 
Finally, should support for the purposes be found, ad-
ditional evidence would be provided for the value of study-
ing the interaction of personality and organizational cli-
mate. 
Overview 
The remainder of the dissertation will be organized in 
the following manner: Chapter Two will provide a review of 
the literature pertinent to the study. Specifically, the 
focus will be on theories related to the person-environment 
interaction hypothesis. Particular attention will be given 
to need-press congruence and its relationship to attitudes 
toward the alcoholic and job satisfaction. Chapter Three 
will provide a description of the method and instruments 
used to test the major hypotheses. In addition, the hypo-
theses will be listed in greater detail than provided in the 
Introduction. The analysis of the data, results and dis-
cussion will be presented in Chapter Four. Chapter Five 
will sunooarize the study and provide conclusions, implica-
tions and recommendations for future study. Samples of in-
struments and correspondence used in the study will be pro-
vided in the Appendices. 
CHAPTER II 
REVIEW OF THE RELATED LITERATURE 
In this chapter, literature on need-press congruence, 
job satisfaction and attitudes toward alcoholics will be 
reviewed. Each section will first consider some of the 
theoretical ideas, followed by empirical studies. Par-
ticular attention will be given those studies focusing on 
the interaction of person and environment. This review 
will be approached from a multidisciplinary standpoint. 
Need-Press Congruence 
In writing on the person-environment interaction, 
various researchers have used a number of terms to describe 
their particular approach. Among these terms are need-press 
congruence, goodness of fit, and the interaction hypothesis. 
All suggest basically the same thesis: That the person and 
the environment must be studied together because both inter-
act with each other to influence behavior. 
The first part of this review will deal with theoretical 
statements of this approach to studying human behavior. 
Literature from the fields of psychology, sociology, edu-
cation, anthropology and organizational development will be 
discussed. The second part will focus on empirical studies 
utilizing these constructs and what support they provide for 
studying the interaction of person and environment. 
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one of the earliest advocates of the need-press model 
was Henry Murray. He propounded a theory of motivation 
that utilized the notion of needs as a major component. 
According to Murray (1938) this concept was seen as an 
abstraction, but it is related to underlying physiological 
processes in the brain. It produces and maintains activity 
in the part of the person until a level of satisfaction is 
reached that reduces the need. Needs are inferred from 
the organism, rather than actually being observed or 
measured. The basis of such inferences are: 
1.) the effect or end result of the 
behavior; 
2.) the particular pattern or mode of 
behavior involved; 
3.) selective attention and response to 
a particular class of stimulus 
objects; 
4.) the expression of a particular emotion 
or affect; and 
5.) expression of satisfaction when a 
particular effect is achieved or 
disappointment when it is not 
(Murray, 1938). 
On the basis of his work with a small number of sub-
jects, Murray formulated a lengthy list of needs. These 
needs were also classified into five overall categories 
depending upon a number of different factors. 
Needs do not operate in isolation. Rather, there is 
a degree of interrelatedness. On the one hand, there is 
a hierarchy of needs with some taking precedence over others 
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according to Murray's theoretical formulation. In addition, 
some needs can serve as the basis for building up the 
organism. This is different than serving as a motivating 
component for tension reduction. Using Murray's termi-
nology~ this is an anabolic function for a need. 
The other part of Murray's theory is the concept of 
press. Very broadly, it is defined as the significant de-
terminants of behavior within the environment. A need is an 
intrinsic determinant of behavior and press is an extrinsic 
determinant of behavior. 
Also, press is any attribute in the environment which 
may facilitate or impede the individual's effort to satisfy 
his or her need drives. Knowledge of both needs and press 
increases the predictability of behavior. 
In Murray's scheme, there are two types of press that 
are important. The first, beta press, is the perception of 
the objects in the environment. The second, alpha press, 
is the objective description of the properties in the en-
vironment. 
It is not enough to study the individual or the en-
vironment in Murray's theoretical framework. The research-
ers should consider both the subject and the object if they 
are to make predictions about behavior. This can be done 
on two levels. One level would be the study of a molar or 
behavioral unit, wherein the situation and the operating 
need are both studied as a single unit. This is known as 
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thema. 
The second level, known as a unity-thema, involves the 
studY of a single pattern of related needs and press that 
give meaning and coherence to the individual's early 
childhood. Like Freud, Murray believed in the importance 
of an individual's early developmental history for ex-
plaining current behavior. 
Another theorist who has stressed the importance of 
the interaction of person and environment was Kurt Lewin. 
In his book Principles of Topological Psychology (1936), 
he noted that both the characteristics of the individual 
and environment should be studied. Every psychological 
event depends upon the state of the person and the environ-
ment, although their relative importance is different in 
each case. 
In the field of group behavior, Lewin (1948) took the 
position that the individual and the psychological environ-
ment cannot be treated as separate entities. Rather, they 
are dynamically one field. This principle of interaction 
is important in how Lewin defined group membership. He 
did not regard outward and physical characteristics as 
providing the basis for membership. Instead, interaction 
is the basis for group membership. That is, how a person 
interacts with others in the group is the more critical 
determinant of membership. 
Furthermore, groups are defined on the basis of their 
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dynamics rather than outward or concrete characteristics. 
Lewin devoted a great deal of his efforts in studying at-
mosphere created in groups and their impact on its members. 
As a way of representing the interdependence of person 
and environment, Lewin (1951) developed the mathematical 
formula B=f(P,E). This can be read as: Behavior is a 
function of Person and Environment. 
Sells (1963) is another psychologist who has argued 
for the importance of the interaction of the individual and 
environment. His position is that the principles of de-
terminism, multiple determinism, and interaction have im-
portant implications for psychology. 
In his article, he cites the importance of the prin-
ciples of interaction in the fields of biology and anthro-
pology as well as psychology. Research in each of these 
fields has shown how people have adapted to their environ-
ment in order to survive and flourish. Modern research 
techniques should enable scientists to utilize more compli-
cated models to measure the multiple encounters between the 
organism and environment. Ultimately, he argues, there 
will need to be a satisfactory conceptualization of the 
environment to reach this objective. This entails the de-
velopment of a taxonomy of the environment. 
From a social psychological standpoint, Yinger (1963) 
has argued for the need to consider variables that stem 
from inner tendencies as well as those stemnting from the 
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social situation in psychological research. This is neces-
sarY because no researcher is able to examine a single 
trait in all of the situations where it may express itself. 
If all things were constant and stable, then examination 
of a single trait would be of some use. 
In his view, neither personality variables nor environ-
mental variables have a direct effect on behavior by them-
selves. Rather, each influences the other. 
A review of some of the empirical evidence supporting 
the interaction hypothesis has been provided by Pervin 
(1968). His review examined research in the areas of per-
formance, satisfaction, and academic performance and satis-
faction. In the area of performance, he concluded that: 
"Interactions among modes of response, 
situations, and persons were more im-
portant in producing variations in be-
havior than any of the individual 
sources of variance alone." 
(Pervin, 1968, p. 57) 
Similarly, in the area of occupational satisfaction, he 
concluded that satisfaction with one's occupation could be 
studied from the interaction standpoint. College admini-
strators could reach their objectives in different ways by 
taking into consideration the environmental and personality 
characteristics of the college and its student body. 
Pervin's review concluded that the fit between an indi-
vidual's personality characteristics and the social climate 
have a bearing on performance. 
Jahoda (1961) has also posited that the goodness of fit 
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between a culture and an individual's values and beliefs 
affects an individual's performance. Furthermore, her 
main thesis is that each situation is unique for the re-
searcher. This means that values and beliefs of a particu-
lar culture are not necessarily comparable across cultures. 
To illustrate her point, she cites colleges as an ex-
ample of cultures that have the appearance of being com-
parable. In reality, the values and beliefs comprising 
the cultures are unique and different. Therefore, the re-
searcher can transcend this uniqueness by studying the 
goodness of fit between person and environment. 
By studying the goodness of fit, the researcher is then 
able to make generalizations across situations where similar 
groups exhibit the same degree of fit. Thus, the object of 
study is the relationship of person and environment, rather 
than one or the other. 
Research on the interaction hypothesis has not been 
linlited to these fields. Theoretical formulations and em-
pirical research have been conducted in a variety of other 
areas. One such field has been in the study of organiza-
tions. The focus in these studies has been on the effect of 
organizations on human behavior. 
In one of his earliest works, Argyris (1957) has sug-
gested that forrnal organizations make demands on relatively 
healthy individuals. These demands can be inconsistent with 
their needs. This, in turn, leads to frustration. 
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Documentation of this effect can be found in one of his 
earlY works (Argyris, 1964). Jobs that have been fraction-
alized in accordance with the principles of scientific 
management tend to increase the dependence and submissive-
ness of workers. Argyris assumes that people aspire to 
competence and psychological success. They are frustrated 
in achieving these goals by work that is fractionalized and 
highly specialized. Thus, the degree of their frustration 
is determined by the degree they aspire to competence and 
psychological success. 
The resulting feelings of frustration could lead to 
increased levels of absenteeism, goldbricking, worker turn-
over, trade unions, etc. In turn, first line managers, such 
as foremen, could protect these activities. This could be 
done by citing problems with raw materials and poor pro-
duction goals and standards. Eventually, higher level man-
agers can be caught up in the same process. 
The eventual result is that poor worker performance be-
comes institutionalized. An unhealthy situation develops 
where repetitive work activities lead to frustration and 
poor work performance. This, in turn, leads to feelings of 
psychological failure and conflict. Ultimately, the organi-
zation will not be able to meet its goals and maintain it-
self. 
To counter this tendency, Argyris proposes that an in-
crease in congruency between an individual's needs for 
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psychological success and demands of the organizational en-
vironment will ameliorate the deleterious effects of a 
pyramidal organization. A major assumption in his frame-
work is that the individual and the organization are inter-
connected. 
He goes on to argue that organizations have many 
sources of energy. One such source is psychological energy, 
an energy which is a primary focus of his theory. This 
energy requires three things: 
1. individuals must value themselves and 
want to increase their sense of 
competency; 
2. the organization must provide an 
opportunity for people to define their 
own goals, the paths to these goals, 
relate them to the organization's 
goals and evaluate their effectiveness; 
and 
3. recognition that society can influence 
the people and organization in which 
they are embedded. 
In essence, Argyris draws many parallels between posi-
tive mental health of individuals and the organization. 
The integration of the organization and people is greater 
when the organization is modified to meet the three con-
ditions of psychological energy and when they aspire to 
positive mental health. 
This emphasis on positive mental health receives more 
attention in his book Management and Organizational Develop-
~ (1971). There, his focus is on human resources and 
how a quality of life within an organization can be created 
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and maintained. The quality of life Argyris is proposing 
would enable people to make effective decisions based on 
useful and relevant information. Also, it would result 
in higher degrees of energy and commitment to their de-
cisions. 
The focus on people is important to Argyris because 
they create and maintain organizations. Also, it is people 
who must design, accept and implement changes needed to 
preserve an organization's healthy state. This view em-
phasizes the importance of the interrelatedness of person 
and environment: While people have a significant impact 
on the organization, the organization is also the means by 
which they are able to satisfy their personal needs. 
Other theorists and researchers have also been con-
cerned with optimizing the human resources in an organi-
zation. In the field of educational administration, Andrew 
Halpin has conducted research into how organizations can 
be modified so as to satisfy the needs of the people working 
in it to the mutual benefit of both. 
In his book Theory and Research in Administration 
(1966), Halpin has focused on the organizational climate in 
the school. Like Murray, he is a need-press theorist and 
also emphasizes the importance of studying the individual 
and the environment. 
The organizational climate, in his view, interacts with 
the needs of principals and faculty to influence behavior. 
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a sure organizational climate, he developed the Organi-To me 
zational climate Description Questionnaire for use in 
schools. By combining its use with the Edwards Personnel 
Preferance Schedule, Halpin suggested that an adequate 
formulation of the needs-press configuration of an organi-
zation could be made. 
The final area to be considered is that of vocational 
choice and satisfaction. There have been some theorists 
who have hypothesized that vocational choice can fit the 
person-environment interaction hypothesis. Their thesis is 
that people choose occupations because they provide a means 
of meeting their needs. Satisfaction, in turn, is directly 
related to the congruence of needs and environment. 
One such theorist is John Holland. In his book The 
Psychology of Vocational Choice (1966), he suggests the 
notion that job satisfaction, vocational stability, and be-
havior are dependent on the congruence of personality and 
environment. 
He proposes that there are six personality types. These 
types are: 
1 • realistic 
2. intellectual 
3. social 
4. conventional 
5. enterprising 
6. artistic 
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Each of these personality types is associated with a 
corresponding type of environment. People choose training 
in a particular vocation because the environment is appeal-
ing to their needs and interests (Holland, 1959). As 
people mature, their preferences for environments are sta-
bilized and formed into a hierarchy. Where the hierarchy 
is unstable and ambiguous, then vocational choice will also 
be tenuous and vacillating. 
Where the person and the environment are congruent, 
Holland states that there are a number of benefits. vo-
cational choice is more stable. Achievement, both in vo-
cational and academic endeavors, is generally higher. Fi-
nally, there is greater personal stability and satisfaction 
in an individual's life. 
Personal stability and satisfaction are the result of 
matching the person's coping abilities with the environmental 
tasks and problems. Thus, from Holland's viewpoint, human 
behavior is dependent upon both the personality and environ-
ment and how they interact. When only one or the other is 
considered, the result is an incomplete picture. 
Ann Roe is another researcher in the field of vocational 
choice who agrees with the importance of studying the person 
and the environment. She has written that individuals 
" •.... are products of their experience as 
well as of their genes, and the setting 
in many ways. They cannot be understood 
out of context. Nor can the context be 
understood without some understanding of 
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the individual within it ... " 
(ROe, 1972, p. 131) 
Like Murray, she believes that an individual's occu-
pational choice is tied to the psychological climate in 
which he was raised. These early experiences shape certain 
needs, interests and values which ultimately have a bearing 
on this choice (Roe, 1956). 
She also has formulated her theory of personality on 
the basis of Maslow's hierarchy of needs. To her, needs 
form the basis of occupational choice as people strive to 
satisfy them through their work. Work plays an important 
part in the satisfaction of people's needs during their 
lives. 
Each of these researchers has emphasized the importance 
of studying the person and the environment. The result of 
studying only one or the other is an incomplete picture and 
explanation of human behavior. Knowledge of both variables 
and their influences on each other increases the researcher's 
power to predict human behavior. 
In an empirical test of Murray's theory, Stern (1970) 
developed two instruments to measure·personality needs and 
the climate or press of an organization. The book, People 
in Context (1970) by George Stern, has been described by 
Sells (1971) as a definitive book that describes compre-
hensive instruments to measure the individual differences 
of people interacting with their environments. Its aim was 
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to test Murray•s theories on need-press congruence. As a 
compilation of research material, it represents over ten 
years work on these theoretical ideas. 
stern began the development of the instruments while 
teaching at the University of Chicago. The Activities Index 
measures personality need on the basis of people•s likes and 
dislikes. An underlying assumption is that an individual 1 s 
preference for an activity is a reflection of his underlying 
needs. Scores are provided on thirty scales. At the next 
level of analysis, they can be grouped into twelve factors 
and the factors can be grouped into three areas. 
To measure organizational clirnate, Stern developed 
several instruments for use in particular types of settings, 
such as high schools, colleges, business, etc. Like the 
Activities Index, the climate indexes have corresponding and 
equivalent scales. ,Rather than asking about preferred ac-
tivities, the climate indexes ask for perceptions of the 
organizational climate. 
Much of the original research with these instruments 
was done on college campuses. Stern believed that each 
college campus develops its own culture and climate and that 
students do better in those environments where it is matched 
to their particular needs. His data revealed that students 
exhibit characteristics appropriate to the colleges they 
attend. 
As an example of the type of analysis Stern was engaged 
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in, he found five cultures drawn from scores on the 
Activities Index and College Climate Index by students in 
a number of different colleges. These are: 
1. Expressive: Schools in this category 
were non-work oriented, non-conforming, 
esthetic interests. The scores also 
suggested a strong emphasis on self-
actualizing goals. 
2. Intellectual: Schools in this category 
were characterized by strong intel-
lectual pursuits. 
3. Protective: The culture in these 
schools was a highly organized and 
supportive environment with students 
who were dependent and submissive. 
4. Vocational: The main characteristics 
in this culture were a climate that 
emphasized conventionality and an 
authoritarian structure. The students 
tended to be egocentric, wishful, 
exhibitionistic, and manipulative. 
s. Collegiate: Primary characteristics 
of these schools were the availability 
of extensive recreational facilities 
and an uncertain purposefulness. 
Pace (1966) had found that colleges could also be 
classified in a similar manner. He utilized an instrument 
similar to the College Climate Index to measure perceptions 
of organizational climate. The results of his research 
showed that liberal arts and junior colleges were char-
acterized by friendly student-teacher relationships and good 
teaching. The high prestige liberal arts colleges provided 
opportunities for their students to confront social ideas. 
Stern did not limit himself to the study of college 
campuses. One of his objectives was to measure the 
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environments of other types of organizations such as the 
peace corps, businesses, and schools from the faculty 
standpoint. This led to the development of the Organi-
zational Climate Index. Like the College Climate Index, 
it measures a member's perceptions of the organizational 
climate and has thirty scales that correspond to those on 
the Activities Index. 
The major contribution of People in Context is the 
extensive research conducted with the Activities Index and 
the climate indexes. In this way, some empirical evidence 
is provided to demonstrate the efficacy of Murray's theo-
retical scheme in describing and explaining human behavior. 
More recently, Meadows (1980a, 1980b) has attempted 
to test Murray's notions in organizations. Utilizing some 
of the items from Murray's questionnaire schedule, he com-
pared the needs and perceptions of staff working in the 
research and development divisions of a large telecornmu-
nications company. 
He concluded that redesigning the task itself will not 
necessarily increase worker satisfaction. Rather, consid-
eration must also be given to the group structure. This 
group structure is made up of the worker's perception of 
the sharing of roles, tasks, and responsibilities as well 
as the supportiveness of communications and participation 
in the decision making process. Additional evidence was 
provided to suggest that the interaction of traits and 
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structure was significant enough to warrant further in-
vestigation. 
There are several conclusions that can be drawn from 
these studies. First, the interaction hypothesis has a 
great deal of theoretical support. Furthermore, this 
support comes from a wide variety of fields. These fields 
include psychology, sociology, anthropology and education. 
This notion has drawn the attention of a number of theorists 
and researchers in each field who consider it important 
enough to devote their talents and energies to its study. 
Second, how people and their environment interact 
appears to influence their performance and the satisfaction 
they derive from their behavior. It would appear that it 
could affect their adjustment as well. 
Third, there are several methods of studying the 
person-environment interaction. One way of doing this is 
to utilize the need-press model. However, no matter which 
method is chosen, comparisons among groups is possible when 
the same method is used. 
Fourth, there is some means of measuring an individ-
ual's needs and perceptions of the environment. 
Need-Press Congruence and Job Satisfaction 
A great deal of research has been conducted in the area 
of job satisfaction and the factors that influence it. 
According to Brayfield and Crockett (1955), research into 
this area had been conducted as early as the 1920s, but it 
34 
had not been a very active area. During World War II, 
however, this changed and research activity in this area 
became very extensive. This level of activity has continued 
unabated since their review. 
In this section, theoretical and empirical studies 
focusing on job satisfaction will be examined. Particular 
attention will be given to those studies that have examined 
job satisfaction and need-press congruence. 
Brayfield and Crockett (1955) completed an early review 
of the literature on job satisfaction up to that time. They 
noted that these early researchers stated that there was a 
causal relationship between job satisfaction and performance. 
That is, workers were more highly motivated if they were 
satisfied with their work. However, one of the conclusions 
they reached was that the empirical data did not support 
that relationship. 
They attribute the failure of the empirical evidence 
to support that conclusion to some of the methodological 
problems. Furthermore, they question the wisdom of focusing 
solely on performance as a dependent measure in these stud-
ies. Instead, it was suggested that other things such as 
the quality of job performance and harmonious labor rela-
tions may be desirable outcomes. 
An additional consideration that they bring up is that 
of studying the individual differences of workers. These 
differences must also be studied in the context of the 
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social systems in which the worker operates. They concluded 
that: 
" ••.. the most significant conclusions to 
be drawn from this survey .••. is that the 
industrial situation is a complex one. 
We have sugg8sted that an analysis of the 
situation involves analysis not only of 
the individual's relation to the social 
system of the factory, the work group, 
and the union, but the community at large 
as well. It is important to know what 
motives exist among industrial workers, 
how they are reflected in the behavior of 
the workers and how the motives develop 
and are modified within the framework of 
patterned social relationships in the 
plant and in the larger corruuunity." 
(Brayfield and Crockett, 1955, p. 422) 
One of the shortcomings of the Brayfield and Crockett 
conclusions is that they do not specify the individual 
differences in the workers that should be studied. They 
limit their discussion to worker motives, a somewhat am-
biguous term. 
Vroom (1964) and Locke (1969) took the Brayfield and 
Crockett conclusion a little further. Vroom (1964) reviewed 
the literature on job satisfaction up to that time. He con-
eluded that the research focused on situational and environ-
mental variables that affected job satisfaction. Little 
attention was given to personality variables. To Vroom, 
this was a serious shortcoming. 
He argued for the importance of personality and sit-
uational variables in affecting job satisfaction. The study 
of the interaction of these two variables will lead to a 
better understanding of job satisfaction. 
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similarly, Edwin Locke (1969) has posited that the 
interaction of personality and environmental variables must 
be studied in order to make any predictions about job satis-
faction. In his view, satisfaction and dissatisfaction are 
a function of the perceived relationship between what is 
desired in a job and what it is perceived as offering. 
A more extensive formulation of the relationship be-
tween person and environment as it relates to job satis-
faction can be found in the Minnesota Theory vf Work Ad-
justment. In an early paper on the theory, Betz, Weiss, 
Dawis, England, and Lofquist (1968) noted that "satisfaction 
is a function of the correspondence between the reinforcer 
system system of the work environment and the individual's 
set of needs .•. " 
Essentially, this theory hypothesizes that the most 
frequent responses in a work situation become associated 
with a person's abilities. In turn, the most frequently 
occuring environmental reinforcers become associated with 
needs. Dawis (1976) noted that job satisfaction can be 
predicted by the correspondence between these needs and 
reinforcers. 
Dawis goes on to note that the correspondence rela-
tionship between need and reinforcers is moderated by 
satisfactoriness. That is, job satisfaction prediction is 
improved when something is known about how well a worker is 
performing. 
37 
A partial test of this theory of job satisfaction was 
provided by Betz (1969). Her study found that job satis-
faction was a function of the correspondence between needs 
and reinforcers for two out of three groups of retail 
clerks~ The relationship was also supported when the 
three groups were combined. 
Finally, Tagiuri (1968) has hypothesized that the way 
one carries out a task depends on the kind of person one 
is and the environment in which one acts. Although he was 
writing on the concept of organizational climate, he brings 
up some relevant points that are pertinent when reviewing 
the literature on the relationship of person and environ-
ment to job satisfaction. Among the problems he cites are: 
1. distinguishing between objective and 
subjective environments; 
2. separating the person and the 
situation, i.e., a social norm that 
has been internalized; 
3. identifying the salient aspects of 
the environment; and 
4. identifying the structures and 
dynamics of the environment. 
The next question to consider is that of the empirical 
evidence to support the importance of the person-environment 
relationship to job satisfaction. 
In an early series of studies of need fulfillment and 
job satisfaction, Porter (1962a, 1962b, and 1963) investi-
gated changes in importance of needs from lower to higher 
levels of management in companies of varying sizes. He was 
also interested in investigating the degree managers 
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perceived their needs as being met by level and size of 
company. Maslow's conceptions of needs and hierarchy were 
used in developing the dependent measure. 
One of the results of his investigation showed that 
level ~f management position had an effect on degree of 
perceived need satisfaction. That is, of the five levels 
of management investigated, higher levels reported greater 
degrees of need satisfaction than lower levels. 
A second finding in his research was in the relation-
ship ship of importance of need satisfaction to level of 
management. Using the same managers and companies, Porter 
asked them to rate the importance of satisfying security, 
social, esteem, autonomy, and self-actualization needs. 
Again, level of management influenced the degree of im-
portance assigned to some needs. Higher level managers saw 
satisfaction of autonomy and self-actualization needs as 
more important than lower level managers. There was no 
difference, however, in assigned importance on the other 
three needs between higher and lower levels of management. 
When the variable of company size is also considered, 
Porter found that lower level managers in small companies 
were more satisfied than lower level managers in large 
companies. For higher level managers in large companies, 
however, there was greater reported satisfaction than higher 
level managers in small companies. Thus, there was an in-
teractive effect between size and level of management on the 
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satisfaction of personality needs. 
In another study that examined the influence of level 
of position on job success, Mitchell and Porter (1967) 
asked military officers the importance of inner-directed 
traits .on job success. They found that higher level 
officers placed greater emphasis on inner-directed traits 
than lower level officers. These results were similar to 
results obtained from civilian managers. One significant 
difference between the military and civilian managers was 
that lower level officers tended to place greater emphasis 
on other-directed traits than lower level civilian managers. 
These studies have examined the relationship of per-
sonality needs and job satisfaction within organizations. 
Other researchers have examined the relationship of person-
ality needs and job characteristics to need fulfillment and 
job satisfaction. 
Hackman and Lawler (1971) have examined needs and job 
characteristics. In their study, they used as independent 
variables higher order need and job core dimensions. Higher 
order needs were defined as obtaining feelings of accom-
plishment and personal growth. Job core dimensions were 
variety, autonomy, task identity, and feedback. 
Using employees from a large telephone company, they 
found that employees who expressed a desire for higher order 
needs also had higher motivation and job satisfaction levels 
when the jobs had high levels of the four core dimensions. 
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TheY concluded that the interdependencies of personality and 
job characteristics must be considered in job design. 
In a study that also examined individual differences 
and job characteristics, Seybolt (1976) compared three work 
characteristics and job satisfaction to educational level. 
He predicted that individuals with higher levels of edu-
cation would be more satisfied in jobs characterized by 
high levels of variety. Results from the study supported 
this hypothesis. Also, he found that education and task 
complexity were significantly related to satisfaction. Over 
all, the conclusion was that educational level was a complex 
variable and required further study. 
Each of the studies in the two preceding areas has 
focused on concrete and specific aspects of the job. Re-
search, however, has also been conducted on broader and more 
complex aspects of the job environment such as organization-
al climate or group structure. The focus in these studies 
is more in communications, role relationships and how em-
ployees perceive the environment around them. 
In one such study, Kean (1973) used Murray's theoret-
ical notions to test the relationship of need-press congru-
ence to job satisfaction. She found that school counselors 
who showed a high submissiveness need had higher job satis-
faction scores than low submissiveness need counselors when 
the work environment was described as close. Similarly, 
low expressiveness need counselors had significantly higher 
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satisfaction scores than high expressiveness need counselors 
in a close environment. 
Driscoll (1978) examined the relationship of trust and 
participation in decision making to prediction of satis-
faction. He found that the greater the congruence between 
desired participation and perceived participation the 
greater the satisfaction with the job. Congruence, how-
ever, was not a better predictor than perceived partici-
pation as he had hypothesized. 
Driscoll did not examine the nature of the participa-
tory process among the subjects of the study. If he had, 
the results would have more meaning because the type of 
climate in which the participatory process occurred would 
have had an influence on the dependent variable. Support 
for this notion comes from several sources. In a review 
of the literature on goal setting, Locke, Shaw, Saan, and 
Latham (1981) suggested that participation in the goal 
setting process may involve supportiveness. That is, the 
participants may have created a climate where interactions 
and contributions are encouraged. Litwin and Stringer 
(1968) have stated that environments which are supportive 
reduce fear of failure and increase motivation. Other 
research by Blau (1981) has shown that social support is 
negatively related to dissatisfaction with work. 
In a study examining the relationship of personality 
needs and organic structures, Meadows (1980b) found support 
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tor the value of looking at both variables in predicting 
job satisfaction. He utilized Murray's notions of needs 
and defined the organic structures as shared roles, tasks, 
and responsibilities, the supportiveness of communications, 
and participation in decision-making. 
In summary, researchers have examined the interaction 
of person and environment as it relates to job satisfaction 
from several standpoints. Early studies focused on person-
ality needs and level within the organization. Later 
studies examined personality needs and characteristics of 
the job. More recently, personality needs have been studied 
in relationship to more complex descriptions of the work 
environment such as climate. 
It is evident that the interaction of person and en-
vironment influences attitudes toward work. The next area 
to consider is research on attitudes toward the alcoholic. 
Attitudes Toward Alcoholics 
Research in social psychology has not focused on need-
press congruence and attitudes. Nevertheless, some theo-
rists and researchers have studied the interaction of person 
and environment on attitudes. An early study by Newcomb 
(1943) into the nature of attitude change toward public 
issues in college students provides evidence of the influ-
ence of climates on attitudes and personality changes. 
Students who exhibited conservative attitudes at the start 
of college had changed them to correspond with those of the 
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other students within a few years. 
In a review of the research on attitude change, 
sargent and Williamson (1966) concluded that it was im-
possible to separate personality, the social system, and 
attitudes. They listed nine major variables that have re-
ceived extensive attention in attitude change research. 
These were both personality and environmental variables. 
Endler (1973) has also argued for the study of the 
person and environment interaction in personality research. 
Based on evidence gathered during his research on atti-
tudes, he found that the person and environment interaction 
accounted for more of the variance than either alone. As a 
consequence, he disagrees with researchers who see only one 
or the other as more important. 
The examination of the research on staff attitudes to-
ward the alcoholic reveals that there are few studies that 
have examined the person-environment interaction and its 
relationship to attitudes. Many of the studies have exam-
ined one or the other variable exclusively. 
In an early study, Mendelson, Wexler, Kubansky, 
Harrison, Leiderman, and Solomon (1964) studied the role of 
personal values and contact as they relate to recommenda-
tions for treatment. More specifically, they were inter-
ested in studying the relationship between authoritarian 
attitudes and a custodial vs. humanistic viewpoint of treat-
ment. It was thought that the expression of an authoritarian 
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attitude would result in a preference for the custodial 
viewpoint of treatment. More specifically, the authori-
tarian physician would recommend the highly structured 
setting of a hospital more frequently. 
Results of the study showed that physicians scoring 
higher on the authoritarian scale, then the greater their 
likelihood of making a referral to a custodial setting. 
They concluded that personal values and socio-cultural 
factors may play an influential role in determining atti-
tudes toward alcoholism. 
Cartwright (1980) attempted to test the role of self-
esteem and perceived support in the work environment in 
influencing therapist attitudes toward the alcoholic. One 
of his findings was that those in the higher levels of 
self-esteem showed more positive attitudes when perceived 
support in the work environment was considered. The re-
lationship did not hold up, however, for those with low 
self-esteem. Thus, the influence of personality on atti-
tudes seems to have a limited relationship when coupled 
with perceived support in the work environment. 
These two studies provide mixed evidence on the influ-
ence of personality on attitudes toward the alcoholic. The 
Mendelson, et. al., study found a significant relationship 
between authoritarian personality and recommendations for 
treatment. The Cartwright study found that a personality 
variable (self-esteem) in conjunction with perceived support 
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in the work environment proved to be significantly related 
to attitudes at one level, but not at another. This sug-
gests a need for further study examining other personality 
traits along with environmental characteristics. 
Several studies have been carried out examining the 
influence of environmental factors on attitudes toward the 
alcoholic. 
One variable that has received a great deal of atten-
tion is the work setting. Orcutt, Cairl, and Miller (1980) 
compared the views of students, the general public, police-
men, and staff in social setting detoxication centers. 
They hypothesized that the staff in the social setting de-
toxication centers would have a more medical or illness 
conception of alcoholism than either of the three other 
groups. This relationship was supported. Moreover, the 
police viewed the alcoholic as more of a threat and placed 
more blame on the alcoholic for their problems than the 
other groups. 
Berger-Gross and Lisman (1979) compared attitudes of 
staff working in a sobering up station and a rehabilitation 
program. The results indicated that the latter group had a 
humanistic attitude toward the alcoholic and thought the 
cause of alcoholism was psychological. A major limitation 
of the study was that only two facilities were used. An-
other limitation was that only a total of twenty-one sub-
jects participated in the study. Finally, the only variable 
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controlled for was setting. No study was made of the inter-
action of personality and environmental variables. These 
limitations weaken the generalizations that can be made. 
In another study that compared settings, Mogar, Helm, 
suedeker, Suedeker, and Wilson (1969) did not find attitud-
inal differences between two groups of professional staff. 
one group worked in a residential while the other worked in 
an outpatient program. Like Berger-Gross and Lisman, the 
study used a small number of subjects and was limited to 
staff from two facilities. If both of these studies had 
used more staff from more facilities, a stronger statement 
would be made on the influence of setting alone on atti-
tudes. As they stand now, the results may reflect the in-
fluence of variables unique to the particular facilities. 
A third environmental variable that has been examined 
is the influence of status. Sowa and Cutter compared the 
attitudes of high, middle and low status staff working in 
a combined alcoholism and drug treatment program. They 
found that the significant differences were only found be-
tween the high and low status staffs. The finding of a 
negative attitude toward the alcoholic among high status 
staff was attributed to feelings of social distance from the 
alcoholic. Because the high status staff was comprised of 
physicians, psychologists, and social workers, it was sug-
gested that educational and social distance factors may have 
been operating to influence attitudes. 
47 
The Mogar, et. al., study also examined the influence 
of status. A comparison was made of professional versus 
non-professional staff attitudes toward the alcoholics. 
The instrument used asked for attitudes on four scales. 
The results found differences between the two groups on 
only two of the scales. 
Both of these studies suffered from some methodological 
flaws. The Mogar study had a small number of subjects in 
each condition. In addition, the subjects were drawn from 
a limited number of facilities. The obtained results could 
reflect situations unique to the one facility. The major 
flaw with the Sowa and Cutter study is the instrument used. 
This study used the Adjective Checklist which has been de-
scribed by Rorer (1972) as a very inadequate instrument for 
the measurement of attitudes. 
In conclusion, it appears that personality as a variable 
has mixed effect on attitudes toward the alcoholic. Re-
search has not, however, been very extensive and studies 
utilizing other aspects of the personality are needed before 
any conclusions can be definitively made. 
Similarly, environmental factors by themselves do not 
appear to have a significant influence either. Again, more 
definitive research is needed before conclusions can be 
made. 
The work by Cartwright, however, suggests that person-
ality in conjunction with other variables such as perceived 
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support may provide more useful information. Like the 
research on job satisfaction, investigations into the 
nature of staff attitudes toward the alcoholic will re-
quire investigation of both personality and environmental 
variables. 
Summary and Conclusions 
In su1nmary, a number of theorists have argued that 
human behavior must be studied from the standpoint of the 
interaction of the person and environment. Although both 
aspects of this interaction have been studied individually, 
more information and better predictions of human behavior 
can be made when their interaction is considered. 
Literature has been reviewed from a wide variety of 
areas. These fields include personality research, voca-
tional choice, anthropology, sociology, and group dynamics. 
Such a wide variety of areas attests to the importance that 
many researchers and theorists attribute to studying the 
interaction of person and environment. 
In addition, research has revealed that need-press 
congruence would have applicability in studying attitudes 
of direct treatment staff toward their work and toward al-
coholics. Studies were reviewed that indicated needs and 
environment interact together to influence worker satis-
faction. These studies have examined needs based on the 
theoretical notions of Maslow and Murray. The aspects of 
the environment studied have included level of position 
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within the organization, job characteristics, and percep-
tions of the environment. 
More recently, supportiveness in the environment has 
received attention as a variable influencing worker satis-
faction. It has been studied in conjunction with person-
ality needs and results suggest that these variables have 
a substantial effect on worker satisfaction. 
In the area of attitudes toward the alcoholic, most 
researchers have focused on person or environmental vari-
ables, rather than on the interaction of both. The re-
search has shown that both variables influence attitudes 
toward the alcoholic. A more recent study has examined a 
personality variable and support in the environment on 
therapeutic attitudes. Results were inconclusive. Never-
theless, Endler (1973) has argued that the interaction of 
person and environment should be studied for a more thorough 
understanding of human behavior. 
On the basis of this literature, it would be useful to 
study differences in need-press congruence between the 
direct treatment staff of alcohol detoxication and rehabil-
itation programs. Furthermore, it would be useful to ex-
amine the differences in relation to job satisfaction and 
attitudes toward the alcoholic. The study of the environ-
mental variable should include some descriptions of the 
climate in which the staff work as well as more overt and 
obvious characteristics. This is supported by the most 
recent studies in the area of need-press congruence and 
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worker satisfaction where more complex aspects of the en-
vironment have been studied. Finally, no research has been 
conducted in the area of need-press congruence of the treat-
ment staff in these two types of alcoholism treatment pro-
grams. 
CHAPTER III 
METHODOLOGY 
Facilities 
Each of the facilities that participated in this study 
met three requirements. First, all receive funding from 
the Illinois Department of Mental Health and Developmental 
Disabilities. As a condition of receiving such funding, a 
program must agree to serve the poor and indigent as the 
primary target population (IDMHDD, 1980). People with fin-
ancial resources may be served, but each agency is expected 
to reach out to the poor as a special population. 
Second, each facility is operated as a not-for-profit 
agency. Again, an agency that does not have to maintain a 
specified level of profitability is more likely to serve the 
poor as well as the difficult to treat. 
Third, each facility is licensed by the Illinois De-
partment of Public Health to provide either detoxication or 
residential rehabilitation services or both. A license re-
quires that an agency meet a specific set of standards in a 
minimal manner. This assures that there is a consistent 
level of standardization among the programs. 
These three factors provide some measure of consistency 
among the programs. The primary target populations they 
serve can be assumed to be similar. In addition, each is 
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meeting the same set of standards for program operation. 
Listed below is a brief description of each facility. 
All are within the Chicago Metropolitan Area. 
Facility A 
Located in an urban area outside of Chicago, the fa-
cility provides both detoxication and residential rehabil-
itation services. The staff function in both program areas 
and the clients participate in services for both programs 
as well. There is no separation of the clients and the 
staff other than for budgeting purposes. The clients are 
drawn from the immediate urban vicinity as well as from 
suburban and rural areas. It is operated as part of a 
county health department. 
Facility B 
This facility is located in the city of Chicago and is 
operated as part of a city health department. The program 
provides residential rehabilitation services with minimal 
detoxication services. There is no separation of the clients 
and the staff other than budgetary purposes. Only residents 
from the city are served. 
Facility C 
Located in Chicago, this facility provides residential 
rehabilitation service and is affiliated with a religious 
organization. Other social and medical services to the poor 
are provided, but only staff in the residential rehabilita-
tion were included. 
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Facility D 
Located in an urban center outside of Chicago, this 
facility operates a residential rehabilitation program as 
well as a halfway house. Each program is located in a 
separate physical plant. The clients are drawn from the 
immediate urban area as well as from the surrounding rural 
and Chicago suburban area. Some of the staff work part-
time in the halfway house program. 
Facility E 
Located in an urban center outside of Chicago, this 
facility provides detoxication services only. It is oper-
ated by a larger agency that provides services to the men-
tally ill. Only the staff in the detoxication program 
participated in the study. The clients are drawn from its 
immediate urban service area as well as from suburban 
Chicago communities. 
Facility F 
This facility is located within the city of Chicago and 
provides detoxication services exclusively. It is operated 
by a religious affiliated organization that provides a va-
riety of other social services throughout the state. The 
clients for the program are drawn from the immediate urban 
environment. 
Facility G 
This facility provides detoxication services as well as 
a boarding service. The boarding service does not provide 
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anY form of organized treatment for the alcoholic nor is it 
licensed to do so. Clients and staff for both programs are 
separated. Also, it is located within the city of Chicago 
and is affiliated with a religious organization. 
~cility H 
Located within Chicago, this facility provides social 
setting detoxication services only. It is operated as part 
of a larger community organization, but the staff and the 
facility are separated from the larger organization. 
All of the facilities providing the two types of resi-
dential services of interest in this study did not partici-
pate. Two facilities preferred not to participate. A 
third facility provided a detoxication service that was 
different from the others. 
Sample 
The focus of this study is the direct treatment staff 
who are responsible for the ongoing care and treatment of 
alcoholics during detoxication and rehabilitation. This in-
cludes the twenty-four hours coverage staff, paramedics, 
counselors, social workers, therapists, nurses, and psycho-
logists. 
The administrators and the program directors were ex-
cluded from the study because research by Wiggins (1972) 
indicates that administrative staff, such as school prin-
cipals, reflect the organizational climate of the larger 
organization, rather than that of the school. This research 
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found that the principals perceived the climate of the 
schools differently than the teachers. The author concluded 
that it is the larger system (the school district) which 
influences the principal as well as the school. It is ex-
pected that program directors would respond in the same 
manner. 
In the same way, the program coordinators can be seen 
as being influenced by the larger system (the agency) . 
They interact with other program coordinators (if it is a 
large agency) as well as at the policy making levels of the 
organization. 
The secretaries and clerical staff were also excluded 
from the study because they do not have direct contact with 
the clients. Furthermore, they would not be exposed to 
training programs and other staff experiences. 
The number of staff and beds for each are shown in 
Table 1 as indicators of facility size. Both full and part-
time staff are shown. 
Instruments 
Instruments used in the study were selected on the 
basis of their appropriateness and evidence of reliability 
and validity. 
Activities Index (short form) 
Developed by Stern (1970), the Activities Index is a 
measure of personality based on Murray's theory of person-
ality. In the development of the items, Stern used as his 
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rationale the notion that an individual's preference for an 
activity is a reflection of his need. 
The instrument provides scores on thirty scales and is 
comprised of ninety-one items. The long form of the Acti-
vities Index has three hundred items, ten for each scale. 
Items for the instrument were developed by having a group of 
psychologists generate possible items. Eventually, this 
list was reduced to a smaller number by a second group of 
psychologists. 
Reporting in the Seventh Mental Measurement's Yearbook 
(1972), Skager noted that the reliability scores of the 
thirty scales "vary from .45 to .88 with a mean of .71." 
He also stated that the Activities Index has been a thor-
oughly researched instrument. Finally, where a researcher 
is interested in examining and analyzing personality varia-
bles on a group basis, Skager indicated that it was a better 
choice of instrument. 
Based on research conducted by Stern, the thirty scales 
can be combined into twelve factors. One of these factors, 
the closeness factor, is of particular interest in this 
study. It is described by Stern as depicting an individual 
who is emotionally close. The scales comprising this factor 
are: 
1. Supplication 
2. Sexuality 
3. Nurturance 
4. Deference 
A copy of the Activities Index is in Appendix A. 
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anizational Climate Index - Su portiveness Factor 
or 
AlsO developed by Stern (1970), the Organizational Cli-
I ndeX (OCI) in its long form provides scores on thirty mate 
scales. These scales correspond to the thirty scales on the 
Activities Index and are intended to provide descriptions of 
press according to Kelly (1971). 
skager (1972) reports that the reliability coefficients 
for the thirty scales range from .34 to .81 with an average 
of .66. 
Like the Activities Index, the scales of the Organi-
zational Climate Index can be grouped into factors. One of 
the factors used in this study is the Supportiveness factor. 
It was found by Stern (1970) in a group of teachers drawn 
from six school districts. It is defined as "the aspects of 
the organizational environment that respect the integrity of 
the teacher as a person, but with the implication of depend-
ency needs to be supported rather than of independency needs 
to be accepted." It is comprised of the following scales in 
order of magnitude: 
1. assurance 
2. tolerance 
3. objectivity 
4. affiliation 
5. conjunctivity 
6. supplication 
7. blame avoidance 
8. harm avoidance 
9. nurturance 
Permission from the copyright holder was received to 
use items comprising these scales frorn the Organizational 
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climate Index. A copy of the license is in Appendix B and 
a copy of the items is in Appendix c. 
Each of the scales is comprised of items describing as-
pects of the environment. Respondents are asked to indicate 
whether the item is a true or false description of it. 
Minnesota Satisfaction Questionnaire (short form) 
According to Weiss, Dawis, England, and Lofquist 
(1967), the Minnesota Satisfaction Questionnaire was devel-
oped to measure satisfaction with reinforcers in one's job. 
It was designed as a parallel instrument to the Minnesota 
Importance Questionnaire. The long form of the Minnesota 
satisfaction Questionnaire provides scores on twenty scales 
with five questions for each scale. A score for general 
satisfaction is also provided. The short-form is comprised 
of only twenty items, one from each scale. 
The Minnesota Satisfaction Questionnaire is self-admin-
istered. The respondents are asked to indicate their level 
of satisfaction in a Likert format to descriptive statements 
about their work. Scores for each item can range from very 
dissatisfied to very satisfied. 
The manual for the Minnesota Satisfaction Questionnaire 
indicates that the reliability coefficients are adequate for 
each of the scales. The median Hoyt reliability coefficients 
for twenty-seven normative groups range from a high of .91 
to .78 for the long form. For the short form, the Hoyt re-
liability coefficients for the normative groups on each 
scale are: 
Intrinsic 
Assemblers .84 
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Extrinsic 
.77 
General 
.87 
Engineers .91 .82 .92 
Taken together, the reliability coefficients fOr both the 
long and short forms show that the Minnesota satisfaction 
Questionnaire has more than acceptable levels of reliabil-
ity. 
Validity for the Minnesota Satisfaction Qaestionnaire 
is drawn from research with the Minnesota Info~mation 
Questionnaire where it is predicted that the high-need-
high-reinforcement group would express the most: satisfaction 
with their work. This hypothesis is drawn fro~ the theory 
of Work Adjustment. According to the authors, the results 
indicated that the predictions were supported. 
Additional evidence is provided that shows support for 
the ability of the Minnesota Satisfaction Questionnaire to 
distinguish among occupational groups. A copy of the in-
strument is in Appendix D. 
Attitudes Toward Alcoholism Instrument 
This instrument provides a measure of a person's atti-
tudes toward alcoholics and alcoholism. DeveloPed by Tolor 
and Tamerin (1975), the Attitudes Toward Alcoholism provides 
scores in six scales that are referable to attitudes toward 
alcoholics. These scales and their definitions are: 
1. Psychological Etiolog~: the basis of 
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alcoholism is psychological; 
2. Physical-Genetic: alcoholism has a 
physical, inherited basis; 
3. Moral Weakness: the alcoholic has 
weak morals or character; 
4. Medical-Illness Model: the alcoholic 
is sick and alcoholism should be 
treated as an illness; 
5. Humanism: treatment of the alcoholic 
should be kind, fair, and humanistic; 
6. Social Rejection: alcoholics should 
be avoided or rejected. 
Each scale is comprised of four items in a four-point 
Likert format. Higher scale scores indicate approval of 
the concept. Scales were developed by having nine raters 
categorize the twenty-four items into the six scales. 
Reliability coefficients for the six scales range from 
.53 to .77 based on a sample of thirty graduate students ad-
ministered the test over a two week interval. 
A test of the instrument's social desirability was also 
done by the authors. Based on their sample of one hundred 
thirty-five graduate students, the authors concluded that 
social desirability had only a negligible effect on most of 
the responses. A sample of the instrument can be found in 
Appendix E. 
Data Questionnaire 
Each staff member was asked to complete a questionnaire 
providing information on demographics, educational back-
ground, work history, and expectations for continuing in the 
field of alcoholism treatment. A copy of the questionnaire 
is provided in Appendix F. 
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Procedure 
Packets of the materials were given to the program co-
ordinators for distribution to staff working in the programs 
covered by the research hypotheses. They were instructed to 
give them to each of the staff having clinical contact with 
the residents of the program. Staff from all three shifts 
were included in the study. 
Each of the packets contained a letter to the staff 
member explaining the basic purpose of the study and the in-
structions for completing the form. Respondents were not 
asked for any identifying information and participation was 
voluntary. The questionnaires were to be completed at the 
respondents convenience and returned by mail to the re-
searcher. All materials were provided by the researcher. 
Questionnaires were distributed over a three week pe-
riod. A follow-up letter was distributed to the staff re-
questing that they return the questionnaires as quickly as 
possible if they were planning to participate in the study. 
Copies of the following materials are included in the 
Appendices: 
1. Letter to program director explaining 
the nature of the study Appendix G 
2. Instructions to supervisors in distri-
bution of materials Appendix H 
3. Letter to staff members Appendix I 
4. Follow-up letter to staff members 
Appendix J 
No discussion of the research hypotheses were provided 
so as not to bias responses. An offer was made by the 
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researcher to return to the program at a later date to ex-
plain the results as part of an in-service training program. 
Table 1 
Number of Staff and Beds for Facilities 
service Number of Number of 
Type Facility Staff Beds 
Rehabilitation A 1 6 16 
II B 31 44 
II c 9 15 
II D 14 1 2 
Detoxication E 21 20 
II F 1 9 20 
II G 22 20 
II H 1 3 20 
Total 145 167 
Questionnaires were distributed to each staff member by 
the program director. A question on the data sheet asked 
for the percentage of time worked in the program. Only 
those staff working a majority of their time in the detoxi-
cation or residential rehabilitation programs were included 
in the study. 
Research Hypotheses 
Hypothesis 1a 
There will be no significant difference between staff 
of residential rehabilitation programs and detoxication pro-
grams in closeness needs as measured by Stern's Activities 
rndex. 
~pothesis 1b 
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There will be no significant difference between staff 
of residential rehabilitation programs and detoxication 
programs in personality needs as measured by Stern's Act-
ivities Index. 
Hypothesis 2 
There will be no significant difference between staff 
of residential rehabilitation programs and detoxication 
programs in perceived support in their work environments as 
measured by selected items from Stern's Organizational Cli-
mate Index. 
Hypothesis 3 
There will be no significant difference in congruence 
of the need for closeness (as measured by Stern's Activities 
Index) and perceived supportiveness in the work environments 
(as measured by the selected items from Stern's Organization-
al Climate Index) between staff from residential rehabilita-
tion programs and detoxication programs. 
Hypothesis 4 
There are no significant differences in attitudes to-
ward the alcoholic and alcoholism (as measured by Tolar and 
Tamerin's Attitudes Toward the Alcoholic Instrument) between 
staff in residential rehabilitation programs and detoxica-
tion programs who perceive their work environment as sup-
portive (as measured by items from Stern's Organizational 
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climate Index) and express a personality need for closeness 
(aS measured by Stern's Activities Index). 
~pothesis 5 
There are no significant differences in job satisfac-
tion (as measured by the Minnesota Satisfaction Question-
naire) between staff in residential rehabilitation programs 
and detoxication programs who perceive their work environ-
ment as supportive (as measured by items from Stern's Or-
ganizational Climate Index) and express a personality need 
for closeness (as measured by Stern's Activities Index). 
CHAPTER IV 
RESULTS 
This chapter presents a surrunary of the methodological 
procedures used (i.e., sample, procedures, and data col-
lection procedures) and a statistical presentation and 
discussion of the findings relevant to the hypotheses 
tested. For each statistical test, the level of signifi-
cance was set at .05. 
Description of the Sample 
As indicated in Chapter III, there were 145 sets of 
questionnaires distributed to the direct treatment staff in 
two types of residential alcoholism treatment programs. Of 
this number, 79 were returned. Table 2 shows the returns 
by type of treatment staff and the number of usable re-
sponses. 
Program 
T:n;~e 
Table 2 
Distribution of Instruments and 
Usable Returns 
Usable 
N Returned Returns 
Rehabilitation 70 41 30 
Detoxication 75 38 33 
Total 145 79 63 
Of the unusable returns, two were returned 
Usable 
Return 
Rate 
42.9% 
44.0% 
43.4% 
blank and 
~ 
~' 
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three were from the staff working part-time in the program 
from the detoxication group. Of the unusable returns from 
the staff in the rehabilitation program, two were returned 
incomplete, two were returned by individuals who had an 
administrative position, and eight were returned from in-
dividuals who worked part-time in the program. The staffs 
working part-time in the programs generally worked in pro-
grams that were dissimilar to those that are the focus of 
this study. These included programs such as outpatient, 
halfway house, etc. Each program type requires a specific 
license and be treated as a separate entity even within 
the same agency. The staffs are excluded from the study 
because their perceptions of the work environment may be 
influenced by participation in the non-experimental pro-
grams. 
Staff members were also asked to provide basic demo-
graphic information as a means of allowing the investigator 
to test the homogeneity of the two groups studied and ex-
plain any differential assessment of the given responses. 
The means, standard deviations, and t-tests on the varia-
bles of age, education, and lengths of employment within 
the agency, within the person's position, and within the 
alcoholism treatment field are presented in Table 3. 
As indicated in the data summarized in Table 3, the 
two groups are heterogeneous with respect to age and length 
of employment within the agency, position and the alcoholism 
Variable 
Age a 
Education a 
Length of b 
Employment 
with Agency 
Length of b 
Employment 
in position 
Length of b 
Employment 
in field 
'l'able 3 
Means, Standard Deviations and T-Tests for Age, 
Education, and Employment for Sample 
Residential 
Rehabilitation Detoxication Total 
Mean S.D. Mean S.D. Mean S.D. 
43.24 14. 2 36.2 9.25 39.54 12.29 
16.07 2.6 14.94 2. 1 15.48 2.4 
36.73 29.02 22.27 19.26 29.81 26.59 
32.13 28. 1 1 3. 41 10.05 28.63 53.74 
53.2 39.31 29.27 23. 12 40.33 36.3 
a = data expressed in years 
b = data expressed in months 
* E <. • 05' 
t-value 
2.27* 
1 . 89 
0'1 
2.31* -._j 
3.54* 
2.91* 
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treatment field. The detoxication staff are younger in age 
than the residential rehabilitation staff. Also, they have 
not worked as long in their agencies, position, and in the 
alcoholism treatment field. The groups are homogeneous 
with respect to their level of education. 
The differences in employment history suggest two 
possibilities. First, working in the detoxication programs 
may be an entry level position for individuals who want to 
work in alcoholism treatment. Another possibility may be 
that experience in a detoxication program may result in a 
desire to leave the alcoholism treatment field. That is, 
individuals may leave their position in the detoxication 
program and not take another position in another alcoholism 
treatment program. 
Table 4 provides some information on which of these 
possibilities may be correct. Each respondent was asked 
about his future intentions of continued employment in al-
coholism treatment. The categories of the table are defined 
as follows: 
0 = missing data 
1 = continued employment in alcoholism 
treatment for five years or less 
2 = continued employment in alcoholism 
treatment for ten years or less 
3 = continued employment in alcoholism 
treatment for the rest of my working 
life 
4 = none of the above 
Respondents who indicated they were not sure about any of 
these categories were counted as missing data. Responses to 
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the question of future intentions resulted in the distri-
bution of frequencies in Table 4. 
category 
2 
3 
4 
Total 
Table 4 
Intentions for Future Employment 
in Alcoholism 
Treatment of Rehabilitation and 
Detoxication Program Staff 
Rehabilitation Detoxication 
1 1 1 5 
3 3 
1 3 7 
2 6 
29 31 
Total 
26 
6 
20 
8 
60 
Note: There were 3 missing cases and are not included. 
Data presented in this manner is amenable to a chi-
square test (Siegel, 1956). However, before such a test 
may be applied, the contingency table may not have more than 
twenty percent of the cells with fewer than five frequencies 
and none of those cells may have an expected frequency of 
less than one. To overcome these problems, meaningful 
categories may be combined if the new categories combined 
are conceptually meaningful. In this case, categories 1 and 
2 were combined to indicate an intention of continued em-
ployment for ten years or less. The new contingency table 
had no expected frequencies of less than one. Table 5 dis-
plays the results of combining categories 1 and 2. 
The new categories and their meanings are listed below: 
1 and 2 ~ continued employment in alcoholism 
treatment for ten years or less 
Category 
1 and 2 
3 
4 
Total 
df = 2 
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3 = continued employment in alcoholism 
treatment for the rest of my working 
life 
4 = none of the above 
Table 5 
Test for Significant Differences in 
Intentions for Future Employment 
in Alcoholism Treatment 
Rehabilitation Detoxication Total 
14 1 8 32 
1 3 7 20 
2 6 8 
29 33 62 
Note: Not included are three missing cases 
Chi-Square 
4.35 
The results of the chi-square test indicate that there 
is no difference in future intentions of continued employ-
ment in the alcoholism treatment field for the two groups of 
staff. It was suggested that the differences in lengths of 
employment in the preceding table may be explained by the 
possibility that detoxication staff enter the field by work-
ing in a detoxication program or leave the field after work-
ing in detoxication programs. Insofar as their intentions 
are concerned, detoxication staff are no more likely to 
leave the treatment field as rehabilitation staff. Thus, the 
lower levels of employment tenure may reflect the fact work-
ing in a detoxication program may be an entry level position 
for people wanting to work with alcoholics. 
As indicated earlier, there were no significant 
71 
differences in educational level. Tables 6 and 7 show the 
undergraduate and graduate majors of those staff that had 
college training. 
Table 6 
Undergraduage Majors of Treatment Staffs 
with College Training 
Field Rehabilitation Detoxication 
Missing Data 0 2 
social Sciences 4 3 
Behavioral 
Sciences 9 6 
Education 0 2 
Sciences 3 2 
Nursing 4 7 
Business 1 2 
Languages 2 3 
Philosophy 1 1 
Not Applicable 6 5 
Total 30 33 
Total 
2 
7 
15 
2 
5 
1 1 
3 
5 
2 
1 1 
63 
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Table 7 
Graduate Majors of Treatment Staffs 
with Graduate School Training 
Field Rehabilitation Detoxication 
social Sciences 7 2 
Behavioral 
Sciences 2 1 
Sciences 1 0 
Theology 1 3 
Other 1 2 
Total 1 2 8 
Total 
9 
3 
1 
4 
3 
20 
Table 8 below displays the number of men and women 
working in the two types of programs. A chi-square analysis 
in the data did not find any statistically significant dif-
ferences between the two types of staff. 
Table 8 
Male and Female Treatment Staff 
Sex Rehabilitation Detoxication Total 
Male 1 8 1 5 33 
Female 1 2 13 30 
Total 30 33 63 
Finally, the remaining tables will display information 
on the job titles, license status of staff corresponding 
fields of licensure, and racial characteristics of the 
treatment staff. 
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Table 9 
Job Titles of Treatment Staffs by 
Program Type 
Title Rehabilitation Detoxication 
Hissing Data 0 
Treatment Asst. 0 5 
Addiction Spec. 0 2 
Shift Supervisor 0 5 
Counselor/ 
Therapist 25 1 8 
Nurse 5 2 
Total 30 33 
Table 10 
Licensure Status of Treatment Staffs 
License Rehabilitation Detoxication 
Yes 1 9 21 
No 1 1 1 2 
Total 30 33 
Total 
1 
5 
2 
5 
43 
7 
63 
Total 
40 
23 
63 
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Table 11 
Field of License for Licensed Treatment Staffs 
category Rehabilitation Detoxication 
Emergency Medical 
Technician 0 3 
Certified Alco-
holism Counselor 8 8 
social Work 5 0 
Nursing 5 5 
Teaching 1 2 
Paramedic 0 1 
Other 0 2 
Not Applicable 1 1 1 2 
Total 30 33 
Table 12 
Treatment Staffs Second License 
to Practice with a Specialty 
License Rehabilitation Detoxication 
Yes 1 3 
No 29 30 
Total 30 33 
Of the staff with a second license to practice a 
Total 
3 
1 6 
5 
1 0 
3 
1 
2 
23 
63 
Total 
4 
59 
63 
specialty, one individual in the Rehabilitation program was 
certified as a school administrator. Of those in the detox-
ication program with a second license, two were Emergency 
Medical Technicians and the third was in nursing. 
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Overall, there does not appear to be a significant 
difference in the number of licensed staff working in the 
two types of programs. 
Finally, there is no difference in the racial makeup 
of the two groups. A new contingency table was created by 
dividing the staff into white and non-white categories so 
as to eliminate cells with a frequency of one. A chi-square 
analysis was performed on this new contingency table and no 
significant differences were found in the racial makeup of 
the staffs. 
Table 13 
Racial Characteristics of Treatment Staffs 
Category Rehabilitation Detoxication Total 
White 17 25 42 
Black 1 1 7 1 8 
Hispanic 1 1 2 
Missing Data 1 0 1 
Total 30 33 63 
In summary, the two groups are heterogeneous on the 
variables of age, length of employment with agency, length 
of employment in current position, and length of employment 
in the alcoholism treatment. The detoxication staff is 
younger and has less work experience with their agency, po-
sition, and in the alcoholism treatment. 
The two groups do not significantly differ in length 
of education and educational background. In addition, the 
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data indicates that both programs have a similar number of 
licensed personnel. The distribution of staff by race and 
sex is not significantly different. 
The similarity in future intentions for both groups 
and the shorter work experience of the detoxication staff 
suggest that employment in a detoxication program is an 
entry level position for working in alcoholism treatment. 
Hypothesis 1A 
There will be no significant difference between staff 
of residential rehabilitation and detoxication programs in 
closeness needs as measured by Stern's Activities Index. 
Results 
To determine the significance of the mean differences 
between the two groups of staff, a t-test was used. The 
statistical results displayed in Table 14 indicate that 
there is no significant difference between the two groups 
in closeness needs at the .05 level. 
Group 
Table 14 
comparison of Means on Stern's AI 
Closeness Need Factor for 
Treatment Staff 
N L'lean a S.D. 
Rehabilitation 30 6.60 2.08 
Detoxication 33 6. 1 8 1 . 6 2 
a Scores may range from 0 to 1 0 
Discussion 
T-Value 
0.88 
Richman and Stern (1975) define this factor as recog-
nizing a need for warmth and emotional supportiveness. It 
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is similar to the Submissiveness factor which emphasizes 
needs for social conformity and other-directedness. The 
submissiveness factor, however, has some elements of self-
denial and self-abasiveness that are not found in the 
closeness factor. Both groups show a level of closeness 
need that is more toward the maximum score rather than the 
minimum. 
Since there were no significant differences between 
the two groups, a Pearson correlation was performed to 
measure the degree of association between closeness and the 
other eleven factors (presented on pp. 73-76) of the Activ-
ities Index. The correlations that achieved a level of 
significance at the .05 level for one or the other group 
are displayed in Table 15. 
Table 15 
Correlation of Closeness Factor to 
Other Personality Factors 
for Rehabilitation and Detoxication Staff 
Factor Rehabilitation Detoxication 
Sensuousness .68* .75* 
Expressiveness .60* .67* 
Self-Assurance .45* • 1 9 
Friendliness .31* .27 
* E. <. • 05 . 
Total 
.67* 
.63* 
.33* 
.28* 
In general, the correlations underscore the similarity 
in personality between the two groups as measured by Stern's 
Activities Index. Although in several instances the 
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measures of correlation are not as strong for the two 
groups, the direction of the association is the same. For 
both groups, the Sensuousness and Expressiveness factors 
have the strongest associations with Closeness. Sensuous-
ness is defined by Richman and Stern (1975) as the need to 
seek gratification through the senses. They define Ex-
pressiveness as the need to be outgoing, uninhibited, spon-
taneous, and impulsive. 
For the scales measuring Self-Assurance and Friendli-
ness, the associations are significant for the residential 
rehabilitation staff and the group as a whole, but they are 
not significant for the detoxication staff. 
In summary, the staff of both programs do not differ 
in Closeness need and both have a need for emotional close-
ness and emotional supportiveness. In addition, this need 
is closely associated with needs to experience through the 
senses and to be able to express spontaneity and impulsiv-
ity. In conclusion, the hypothesis is not rejected. 
Hypothesis 1B 
There will be no significant difference between staff 
of residential rehabilitation programs and detoxication pro-
grams in personality needs as measured by Stern's Activities 
Index. 
Results 
To determine the significance level of the differences 
in means between the two groups, a oneway analysis of 
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variance was performed on each of the twelve personality 
factors of Stern's Activities Index. The significance level 
was set at .05. 
As shown in Table 16, there are no significant differ-
ences in personality between the two groups on the twelve 
factors of the Activities Index. 
Personality 
Factor 
Self Assertion 
Audacity 
Intellectual 
Interests 
Motivation 
Applied Interests 
Orderliness 
Submissiveness 
Closeness 
Sensuousness 
Friendliness 
Expressiveness 
Egoism 
Table 16 
Comparison of Means on Twelve Personality Factors 
of the Activities Index for Treatment Staff 
Rehabilitation 
(N = 30) 
4.47 
5.3 
5.73 
6.0 
5.83 
5.33 
6.5 
6.6 
5.57 
5.77 
5.0 
5. 1 7 
Detoxication 
(N = 33) 
4.63 
5.24 
5.78 
6.27 
6.0 
5.42 
6.24 
6.19 
5.97 
5.79 
4.85 
5.03 
Total 
(N - 63) 
4.56 
5.27 
5.76 
6. 14 
5.92 
5.38 
6.37 
6.38 
5.78 
5.78 
4.92 
5.09 
Note: None are significant at the .05 level. 
Range of possible scores for each scale is 0 to 10. 
F-Ratio 
( df = 61 ) 
0.080 
0.150 
0.006 
0.174 
0.058 
0.028 
0. 1 9 0 
0.798 
0.544 
0.002 
0.056 
0.051 
()) 
0 
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Discussion 
Although there are no significant differences between 
the groups on the personality factors, there are some dif-
ferences in the rankings by means of the factors. The 
rankings of the twelve factors for each of the two groups 
are presented in Table 17. 
Table 17 
Rankings by Groups for Mean Scores 
on Stern's Activities Index 
Personality 
Factor 
Self-Assertion 
Audacity 
Intellectual Interests 
Motivation 
Applied Interest 
Orderliness 
Submissiveness 
Closeness 
Sensuousness 
Friendliness 
Expressiveness 
Egoism 
Rehabilitation 
1 2 
9 
6 
3 
4 
8 
2 
1 
7 
5 
11 
1 0 
Detoxication 
1 2 
9 
7 
4 
8 
2 
3 
5 
6 
1 1 
1 0 
Discussion of the similarities and differences between 
the two groups will be done for each factor within the con-
text of that factor. Definitions for each factor are taken 
from Richman and Stern (1975). 
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Self-Assertion. This factor reflects a need for per-
sonal power and social recognition. People scoring high on 
this factor like to be highly regarded. They also enjoy 
getting a group to do things their way. Both groups ranked 
this factor the lowest of the twelve with the detoxication 
group scoring somewhat higher. 
Audacity. This factor ernphasizes skill in physical 
activities and interpersonal relationships. It also re-
flects a desire for elitism. Again, both groups gave this 
factor the sarne ranking with the detoxication group also 
scoring somewhat higher. 
Intellectual Interests. Individuals scoring high on 
this factor evince a need for intellectual activities. This 
includes the arts and the sciences as well as the concrete 
and abstract. The rehabilitation group ranked this factor 
somewhat higher than the detoxication group but scored 
somewhat lower. 
Motivation. According to Richman and Stern (1975), 
this factor represents a need for achievement just as the 
preceding three. It differs from them in that the conven-
tional forms of striving are emphasized. Elements of com-
petitiveness and perseverance are also involved. On this 
factor, the detoxication group ranked this as its highest 
while the rehabilitation group ranked this third. Again 
the mean score for the detoxication group was higher. 
Applied Interests. High scores on this factor indicate 
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a need to achieve success and satisfaction through conven-
tional means. There is an orientation toward the known and 
applied. Both groups ranked this factor at the same level 
with the detoxication group again having a somewhat higher 
score. 
Orderliness. This factor represents an emphasis on 
personal organization and deliberation. Impulsive behavior 
is controlled through ritual, routine and planning. Both 
groups had about the same mean score, and ranked this need 
at the same level. 
Submissiveness. A high score on this factor implies a 
need for a high level of control involving social conformity 
and other-directedness. There is also a tendency to avoid 
conflict and direct confrontation. Both groups ranked this 
need at the same level. 
Closeness. This factor is closely related to the pre-
ceding factor. It differs from it in that the abasiveness 
and self-denying features are not present. Instead, there 
are emphases on activities recognizing a need for warmth and 
emotional supportiveness. The rehabilitation staff ranked 
this factor highest, while the detoxication staff ranked it 
third. 
Sensuousness. Individuals who score high on this 
factor express a need for self-indulgence and gratification 
through the senses. Included in this is an appreciation of 
the fine arts and esthetic experiences. The detoxication 
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group ranked this factor higher than the rehabilitation 
group. 
Friendliness. This factor reflects a need for friendly 
and playful relationships with others. The preference is 
for simple and uncomplicated methods of entertainment that 
are usually enjoyed in a group setting. The rehabilitation 
staff ranked this factor higher than the detoxication staff. 
Expressiveness. People who scored high on this factor 
have a need to be outgoing, uninhibited, spontaneous, and 
impulsive. An emphasis is placed on freedom from self-
control. Both groups ranked this factor at the same level 
and second from lowest. 
Egoism. A high score on this factor reflects a need 
for preoccupation with the self. It is characterized by a 
high degree of narcisism. Again, both groups ranked this 
factor at the same level. 
It is interesting to note that the two groups ranked 
Closeness, Motivation and Submissiveness in the three 
highest levels. Taken together, these factors imply a need 
for warmth and emotional closeness among all staff. Thus, 
the staff ranked the same needs in the highest three cate-
gories with only slight differences between them. 
Similarly, the three lowest ranked factors of Egoism, 
Expressiveness, and Self-Assertion received the same rank-
ings by both groups. These factors imply a need for self-
recognition and freedom from conventional controls, a 
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contrast from the factors that were ranked the highest for 
both groups. The rankings assigned by both groups again 
highlight the similarity in personality. 
In conclusion, there is no significant difference in 
scores on the twelve factors of Stern's Activities Index. 
Therefore, the hypothesis is not rejected. 
Hypothesis 2 
There will be no significant difference between staff 
of detoxication programs and rehabilitation programs in 
perceived support in their work environments as measured 
by selected items from Stern's Organizational Climate Index. 
Results 
A t-test was used to test the significance of the dif-
ference in means between the two groups on their scores on 
the supportiveness factor of Stern's Organizational Climate 
Index. The results of the analysis are shown in Table 18. 
There is a significant difference in perceived supportive-
ness between the two groups at the .05 level. The resi-
dential rehabilitation staff had a significantly higher 
score than the detoxication staff. 
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Table 18 
Comparison of Supportiveness Scores for 
Rehabilitation and Detoxication Staff 
Group N Mean S.D. t-value 
Rehabilitation 30 59.87 12.74 
* Detoxication 32 52.13 14.70 2.22 
Note: One case in the detoxication program had a missing 
score and was not included 
* £ (-05. 
Discussion 
The results of the statistical analysis indicate that 
the residential rehabilitation staff perceived their work 
environment as more supportive. Because of the nature of the 
program and programming offered, it was thought that the 
staff would perceive their work environment as more sup-
portive. Richman and Stern (1975) have defined this factor 
as how one's dependency needs are accepted. Furthermore, 
there is a sense of openness and fair play in the environ-
ment. Of the nine scales comprising this factor, assurance, 
tolerance and objectivity contribute the most to the fac-
tor (Stern, 1970). 
As discussed in the first chapter, there are some major 
differences in programming that present the opportunity for 
the climate of supportiveness to develop. Based on the 
literature reviewed, the client length of stay may have a 
strong influence on staff perceptions of the staff's inter-
action. In this study, the rehabilitation programs have 
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longer client lengths of stay than the detoxication pro-
grams. 
In conclusion, the hypothesis is rejected at the .05 
level. The residential rehabilitation staff perceive a 
significantly higher level of supportiveness in their work 
environments than do the detoxication staff. 
Hypothesis 3 
There will be no significant difference in congruence 
of the need for closeness (as measured by Stern's Activ-
ities Index) and perceived supportiveness in the work en-
vironments (as measured by selected items from Stern's 
Organizational Climate Index) between staff from residential 
rehabilitation and detoxication programs. 
Results 
The hypothesis was tested using the t-test for differ-
ence scores as described by Blalock (1960). He states that 
where it is hypothesized that h= ~ 2 and the subjects are 
drawn from two independent samples the following statistic 
may be used. 
t = d 
The symbol~x 1 -x2 is the standard error of the mean. 
Because the scores on the two scales are not equal, 
each individual's score was converted to a standardized 
score. A difference score was derived for each individual 
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in both programs. This figure was used in the analysis. 
The result of the t-test in the difference scores is pre-
sented in Table 19. 
Table 19 
Differences in Congruence Between Staffs 
from Rehabilitation and Detoxication Programs 
Mean 
Difference 
Group N Score S.D. 
Rehabilitation 30 0.0003 1 • 09 
Detoxication 32 -0.064 0.96 
t-value 
0.35 
Note: One case in the detoxication program was missing and 
was not included in the analysis. 
Discussion 
The two groups do not differ in their level of con-
gruence. That is, the difference between the measure for 
closeness and organizational climate is not significantly 
different for the two groups. 
Additional support for this conclusion can be found in 
Table 20 which displays the Pearson correlations for the 
groups in the two variables. 
Table 20 
Pearson Correlations for Closeness and 
Perceived Supportiveness for Alcoholism 
Treatment Staffs 
Correlation Rehabilitation Detoxication 
r -. 12 .09 
None of the correlations reach the .05 level of 
Total 
.01 
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significance. In this instance, there is little difference 
in variability on the two measures for each group. The 
association for the residential rehabilitation staff tend 
to be negative, but positive for the detoxication staff. 
In conclusion, the hypothesis is not rejected. The 
two groups of staff do not differ in congruence of closeness 
need and supportiveness in the environment. 
Hypothesis 4 
There are no significant differences in attitudes 
toward the alcoholic (as measured by Tolar and Tamerin's 
Attitudes Toward the Alcoholic Instrument) between staff 
in residential rehabilitation and detoxication programs who 
perceive their work environment as supportive (as measured 
by items from Stern's Organizational Climate Index) and 
express a personality need for closeness (as measured by 
Stern's Activities Index). 
Results 
To test this hypothesis, the staff from the two types 
of programs were divided along the median scores for their 
respective groups into four groups. These groups were 
labeled as follows: 
High Closeness/High Supportiveness 
High Closeness/Low Supportiveness 
Low Closeness/High Supportiveness 
Low Closeness/Low Supportiveness 
The Attitudes Toward Alcoholics provides scores on six 
scales. A three-way analysis of variance was performed on 
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each scale score for the four groupings. The results of 
the analysis of variance are presented in Tables 21 through 
27. At the .05 level of significance, a main effect for 
service or program type on the Medical Illness scale was 
found. 
Supportive 
Climate 
Service 
Closeness 
Need 
Psychological 
Etiology 
Social 
Rejection 
Physical-
Genetic 
Humanism 
Moral 
Weakness 
Medical 
Illness 
Table 21 
Means for Groups on Attitudes Toward 
Alcoholics 
High 
Rehab. Detox. Rehab. 
High Low High Low High Low 
(N=9) (N=6) (N=10) (N=6) (N=8) (N=7) 
11 . 9 11 • 7 1 2. 4 12. 2 12.8 12.7 
9.0 8.7 8.3 11 . 0 9.5 8.3 
10.8 8.3 1 0. 5 1 0. 3 11.5 12. 0 
11 . ·9 1 4. 0 13.9 13.2 12.9 13.9 
6. 9 6.0 6.9 8.2 7 • 1 5.7 
1 2. 4 13.0 9.3 9.8 12.5 12.4 
Range of posslble scores for each scale ls 4 to 16 polnts. 
Low 
-
Detox. 
High Low 
(N=6) (N=10) 
1 2. 0 1 2. 5 
9.2 8.7 
1 0. 7 10.9 
13.2 1 2. 9 
6. 2 6. 2 
1 2. 2 10.3 
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Table 22 
Analysis of Variance Results on Psychological 
Etiology Scale for Alcoholism Treatment Staff 
source of Mean 
Variation Squares df 
Main Effects 1 . 07 3 
Service 0.03 1 
Closeness 0.02 1 
Climate 3.16 1 
2-Way Interactions 1 . 46 3 
Service by Closeness 0.26 1 
Service by Climate 3.77 1 
Closeness by Climate 0.79 1 
3-Way Interactions 0.27 1 
Service by Closeness 
by Climate 0.27 1 
Residual 4.60 54 
Total 4.20 61 
F-ratio 
0.23 
0.01 
0.01 
0.68 
0.31 
0.05 
0.81 
0. 1 7 
0.06 
0.06 
0.24 
Note: One case did not have an organizational climate 
score and is not included. 
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Table 23 
Analysis of Variance Results on Social 
Rejection Scale for Alcoholism Treatment Staff 
Source of Mean 
Variation Sg:uares df 
Main Effects 0.50 3 
Service 0.52 1 
Closeness 0.35 1 
Climate 0.72 1 
2-Way Interactions 9.95 3 
Service by Closeness 13.10 1 
Service by Climate 1. 82 1 
Closeness by Climate 15.38 1 
3-Way Interactions 4.84 1 
Service by Closeness 
by Climate 4.84 
Residual 5.59 54 
Total 5.54 61 
F-ratio 
0.09 
0.09 
0.06 
0. 1 3 
1. 78 
2.34 
0.33 
2.75 
0.87 
0.87 
0.92 
Note: One case did not have an organizational climate 
score and is not included. 
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Table 24 
Analysis of Variance Results on Physical 
Genetic Etiology Scale for Alcoholism Treatment Staff 
Source of Mean 
Variation Sguares df F-ratio 
Main Effects 8.04 3 1 . 4 1 
Service 0. 1 8 1 0.03 
Closeness 4.06 1 0.71 
Climate 22.21 1 3.89 
2-Way Interactions 7.37 3 1 . 2 9 
Service by Closeness 3.66 1 0.64 
Service by Climate 11 • 2 9 1 1 . 9 7 
Closeness by Climate 1 0. 1 9 1 1 • 7 8 
3-Way Interactions 6.0 1 1 . 05 
Service by Closeness 
by Climate 6.0 1 1 • 05 
Residual 5.72 54 
Total 5.92 61 
Note: One case did not have an organizational climate 
score and is not included. 
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Table 25 
Analysis of Variance Results on Humanism 
Scale for Alcoholism Treatment Staff 
Source of f.'lean 
Variation Squares df 
f\1ain Effects 1 • 20 3 
Service 0.75 1 
Closeness 2.59 1 
Climate 0.26 1 
2-lvay Interactions 7.97 3 
Service by Closeness 16.19 1 
Service by Climate 3.89 1 
Closeness by Climate 0.52 1 
3-v'i'ay Interactions 2.07 1 
Service by Closeness 
by Climate 2.07 1 
Residual 2.94 
Total 3.09 
F-ratio 
0.41 
0.25 
0.88 
0.09 
2.71 
5.51 
1 . 32 
0.18 
0.71 
0.71 
Note: One case did not have an organizational climate 
score and was not included. 
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Table 26 
Analysis of Variance Results on Moral 
Weakness Scale for Alcoholism Treatment Staff 
Source of Mean 
Variation sguares df 
Main Effects 2.99 3 
Service 1 . 4 0 1 
Closeness 1 . 2 9 1 
Climate 5.40 1 
2-Way Interactions 6.47 3 
Service by Closeness 11 . 9 7 1 
Service by Climate 6.30 1 
Closeness by Climate 2.88 1 
3-Way Interactions 0.47 
Service by Closeness 
by Climate 0.47 1 
Residual 3.58 
Total 3.64 
F-ratio 
0.83 
0.39 
0.36 
1 . 51 
1 . 81 
3.34 
1 . 7 6 
0.81 
0. 13 
0.13 
Note: One case did not have an organizational climate 
score and is not included. 
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Table 27 
Analysis of Variance Results on Medical 
Illness Scale for Alcoholism Treatment Staff 
source of Mean 
Variation sg:uares df 
Main Effects 30.17 3 
Service 82.07 1 
Closeness 0.28 1 
Climate 7.39 1 
2-Way Interactions 7.75 3 
Service by Closeness 3. 1 2 1 
Service by Climate 14.67 1 
Closeness by Climate 8.61 1 
3-~vay Interactions 2.91 
Service by Closeness 
by Climate 2.91 1 
Residual 5.84 54 
Total 7.00 61 
F-ratio 
5. 1 6 
14.03* 
0.05 
1 . 26 
1 . 3 3 
0.53 
2.51 
1 . 4 7 
0.50 
0.50 
Note: One case did not have an organizational climate 
score and is not included. 
* 12. (·05. 
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Discussion 
It was hypothesized that there would be a relationship 
between closeness need and perceived supportiveness in the 
organizational climate and scores on the six scales of the 
Attitudes Toward Alcoholics Instrument. In effect, there 
would be a two-way interaction on closeness need and cli-
mate. No such effect was found. 
Instead, there was a significant difference by service 
or program type on the Medical Illness scale. That is, the 
two groups differed on the basis of their program and not on 
any other main effects or interactions. 
According to Tolor and Tamerin, a high score on this 
scale indicates agreement with the view that alcoholism is 
sick. In this instance, the staff of the residential reha-
bilitation programs agree with the view that alcoholism is 
a medical illness as measured by the Attitudes Toward Alco-
holism Instrument. 
The adoption of a medical illness view of alcoholism 
would not be unusual. Jellinek (1960) has been one of the 
earliest advocates of a view that alcoholism is a disease. 
His rationale was that adoption of such a view would make it 
easier to treat the alcoholic. As a sick individual, the 
alcoholic would be more willing to accept treatment because 
he would believe that there was some hope for changing his 
condition. From the standpoint of society, there would be 
a willingness to offer treatment because the condition would 
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be changed. 
The prevailing viewpoint at the time that Jellinek 
wrote his book was that the alcoholic was morally weak and 
could not control his drinking behavior. As noted earlier, 
there is evidence to suggest that the adoption of a moral-
istic viewpoint is highly correlated with attitudes of 
rejection. Thus, it is difficult for the alcoholic to 
accept treatment if the basic attitude is one of rejection. 
Furthermore, a society will not devote its resources to 
treating the alcoholic if it rejects them. 
Over the years, the disease concept of alcoholism has 
become more popular and widely accepted. It has been inte-
grated into training programs for alcoholism treatment 
staff. It has also been adopted by Alcoholics Anonymous, 
the largest self-help group available to the alcoholic. 
The longer work experience may help to explain the 
differences in attitudes between these two groups of staff. 
As indicated earlier in the description of the sample, the 
residential rehabilitation staff was significantly older 
than the detoxication staff. In addition, the residential 
rehabilitation staff had significantly higher lengths of 
employment in their agency, their position, and in the al-
coholism treatment field. All the factors analyzed indicate 
that these staff have had an opportunity for more exposure 
to views and attitudes that emphasize the illness aspect of 
alcoholism. Consequently, they are more likely to adopt a 
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view that agrees with the medical illness concept. 
In conclusion, the hypothesis is not rejected. Al-
coholism treatment staff do not differ in their attitudes 
on the six scales of the Attitudes Toward Alcoholics 
Instrument by level of congruence on closeness need and 
perceived supportiveness in the environment. A main 
effect, however, was found by service or program type on 
the Medical Illness scale. That is, staff from the resi-
dential rehabilitation programs agree with the view that 
alcoholism is a medical illness. 
Hypothesis 5 
There are no significant differences in job satis-
faction (as measured by the Minnesota Satisfaction Question-
naire) between staff in residential rehabilitation programs 
and staff in detoxication programs who perceive their work 
environment as supportive (as measured by items from Stern's 
Organizational Climate Index) and express a personality need 
for closeness (as measured by Stern's Activities Index). 
Results 
As in the previous hypothesis, each of the two groups 
of staff were divided into four subgroups based on the level 
of scoring on the two independent variables by using the 
median values. A three way analysis of variance was per-
formed and the results are shown in Tables 29 through 31. 
The Minnesota Satisfaction Questionnaire (short-form) 
provides three scores. These are intrinsic, extrinsic, and 
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general scores. The manual for the instrument states that 
the intrinsic and extrinsic scales measure reinforcement 
dimensions of a job (Weiss, Dawis, England, and Lofquist, 
1967). The general score is a combination of the two 
subscale scores plus scores on two other items that are not 
included in them. 
Of the three scores, significant differences were found 
for service or program type and organizational climate. 
Furthermore, a two way interaction of service and organi-
zational climate was found on the extrinsic and general 
scores. 
Supportive 
Climate 
Service Rehab. 
Closeness High Low 
Need (N=9) (N=6) 
Intrinsic 52.1 50.3 
Extrinsic 21 . 9 22.0 
General 82.1 80.0 
Table 28 
Means for Groups on Minnesota 
Satisfaction Questionnaire 
High 
Detox. Rehab. 
High Low High Low 
(N=10) (N=6) (N=8) (N=7) 
50.2 49.2 49.6 45.0 
22.5 22.0 1 8. 4 19.7 
82.0 77.5 74.9 72.3 
Range of poss1ble scores for each scale: Intr1ns1c 
Extrinsic 
General 
12 - 60 
6 - 30 
20 - 100 
Low 
Detox. 
High Low 
(N=6) (N=10) 
41 . 2 42.7 
1 1 . 7 14.5 
57.7 62.0 
0 
tv 
1 03 
Table 29 
Analysis of Variance Results on the Intrinsic 
Scale for Alcoholism Treatment Staff 
Source of 
Variation 
Main Effects 
Service 
Closeness 
Climate 
2-Way Interactions 
Service by Closeness 
Service by Climate 
Closeness by Climate 
3-Way Interactions 
Service by Closeness 
by Climate 
Residual 
Total 
He an 
Squares 
253.36 
173.55 
39.97 
474.57 
30.49 
44.80 
60.32 
0.04 
2 7. 1 6 
2 7. 1 6 
37.92 
47.97 
df 
3 
1 
1 
1 
3 
1 
1 
1 
1 
1 
54 
61 
F-ratio 
6.68* 
4.58* 
1 • 05 
12.52* 
0.8 
1 • 1 8 
1 • 59 
0.04 
0.72 
0.72 
Note: One case did not have an organizational climate 
score and was not included. 
* E (· 05. 
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Table 30 
Analysis of Variance Results on the Extrinsic 
Scale for Alcoholism Treatment Staff 
Source of 
Variation 
Main Effects 
Service 
Closeness 
Climate 
2-Way Interactions 
Service by Closeness 
Service by Climate 
Closeness by Climate 
3-Way Interactions 
Service by Closeness 
by Climate 
Residual 
Total 
Mean 
Squares df 
222.87 3 
107.09 1 
6.59 1 
562.92 1 
54.59 3 
0.76 1 
149.64 1 
19.49 1 
4 . 11 1 
4 . 11 1 
14.42 
26.48 
F-ratio 
15.45* 
7.43* 
0.46 
39.05* 
3.79* 
0.52 
10.38* 
1 . 35 
0.29 
0.29 
Note: One case did not have 
score and was not included. 
an organizational climate 
* .E <-05. 
1 05 
Table 31 
Analysis of Variance on the General 
Scale for Alcoholism Treatment Staff 
Source of 
Variation 
iviain Effects 
Service 
Closeness 
Climate 
2-Way Interactions 
Service by Closeness 
Service by Climate 
Closeness by Climate 
3-Way Interactions 
Service by Closeness 
by Climate 
Residual 
Total 
Mean 
Squares 
222.87 
107.09 
6.59 
562.92 
54.58 
0.76 
149.64 
19.5 
4 . 11 
4 • 11 
14.42 
26.48 
df 
3 
1 
1 
1 
3 
1 
1 
1 
1 
1 
54 
61 
F-ratio 
14.57* 
8.91* 
2.80 
32.02* 
2.45* 
0.22 
6.87* 
0.75 
0.91 
0.91 
Note: One case did not have an organizational climate 
score and was not included. 
* £ (.05. 
106 
Discussion 
As with the previous hypothesis, it was predicted that 
level of congruence will be associated with job satis-
faction. The results show that this was not the case. 
First, on the Intrinsic, Extrinsic, and General scales, 
main effects were found for service type and organizational 
climate. The residential rehabilitation staff found their 
jobs more satisfying than the detoxication staff. 
Secondly, a main effect was found for organizational 
climate. That is, staff who perceived higher levels of 
supportiveness in their environments scored significantly 
higher on the job satisfaction measure than those who per-
ceived low levels of supportiveness. 
Third, a two-way interaction was found for service and 
organization. In effect, the staff of rehabilitation and 
detoxication programs who also perceived high levels of 
supportiveness in their work environments had higher job 
satisfaction scores than did the staff of both types of pro-
grams who perceived low levels of supportiveness in their 
environments. 
In summary, main effects for service type and organi-
zational climate were found at the .05 level. A two-way 
interaction for service and climate was found on the Extrin-
sic and General scales of the job satisfaction measure, but 
not for the Intrinsic scale. The variable accounting for 
most of the variation in the scores was perceived 
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supportiveness. With regard to the hypothesis, however, 
the groups did not differ by their level of scores on 
closeness need and perceived supportiveness. Therefore, the 
hypothesis is not rejected. 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND IMPLICATIONS 
This chapter will give a summary and conclusions of 
the present study including a discussion on the limita-
tions of the study, recommendations for future research, 
and implications. 
Summary 
The purpose of the study was to examine the relation-
ship of need-press congruence and attitudes toward alco-
holics and the job in treatment staff from two types of 
residential alcoholism treatment programs. The two types 
of programs were residential rehabilitation and detoxication 
programs. These programs differ in their goals and client 
lengths of stay. Research was reviewed that suggested 
these factors would influence staff perceptions of their 
work environment. 
A review of the pertinent literature also indicated 
that improvement in the ability to predict human behavior 
would require the study of an individual's attributes and 
motivational system in a given group, the group environ-
ment, and the interaction of both person and environment. 
One specific aspect of this hypothesis that was utilized 
was Murray's notions of needs and press. Essentially, he 
hypothesized that people were motivated by needs. He 
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formulated a taxonomy of needs and suggested that they form 
a hierarchy. In addition, he argued that factors in the 
environment also influence human behavior. He termed this 
influence press. Both of these factors work singly and 
together to influence human behavior. 
In this study, closeness needs and perceived support-
iveness in the work environment were the two primary inde-
pendent variables. It was hypothesized that the two groups 
would not differ in closeness need and perceived support-
iveness in their work environments. In addition, it was 
hypothesized that there would be no difference in congru-
ence between the two groups on the independent measures. 
Finally, it was hypothesized that there would be no differ-
ence in attitudes toward the alcoholic and the job by level 
of congruence on the independent measures. 
To obtain the data, packets of questionnaires were 
distributed to staff in the two types of programs. These 
packets consisted of a data questionnaire, the short form 
of the Minnesota Satisfaction Questionnaire, the Attitudes 
Toward Alcoholics Instrument, the short form of the Acti-
vities Index, and items from the Organizational Climate In-
dex measuring supportiveness. The last two questionnaires 
were developed by George Stern and served as the measures 
for the independent variables. The short form of the 
Minnesota Satisfaction Questionnaire and the Attitudes To-
ward Alcoholics were used as the dependent measures. 
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Each packet contained a letter from the investigator 
to the staff member with a brief explanation of the purpose 
of the study and instructions on returning the materials. 
Materials were returned by mail when they were completed. 
A follow-up letter was distributed to the staff approxi-
materly two weeks after receiving the original packet. Par-
ticipation was voluntary. Both professional and non-pro-
fessional staff were asked to participate. 
The results of the data analysis revealed that there 
was no difference in closeness need between the two groups 
of treatment staff as measured by Stern's Activities In-
dex. Since the Activities Index provided measures of per-
sonality need on eleven other factors, the two groups were 
also tested on these factors. Again, there was no dif-
ference in personality need on any of the factors studied. 
On the measure of perceived supportiveness, the resi-
dential rehabilitation group scored significantly higher 
than the detoxication staff. In effect, they perceived 
their work environment as offering more support and emotion-
al warmth. 
The two groups, however, did not differ in their degree 
of congruence on the two measures. That is, there was no 
significant variability in their differences on the close-
ness need and perceived supportiveness measures. There was 
no association between the two measures for either group 
also. 
Finally, the last hypotheses were concerned with the 
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relationship of congruence of closeness need and perceived 
supportiveness on measures of attitudes toward the alcoholic 
and job satisfaction. This was tested by dividing the two 
groups along their respective medians on both of the inde-
pendent measures. This resulted in eight groups and a 
three-way analysis of variance was performed. The two 
groups of staff did not differ on their scores for attitudes 
toward the alcoholic and job satisfaction on the basis of 
their level of congruence. 
Conclusions 
The results of the study did not support the notion 
that the congruence of closeness need and supportive press 
in the work environments of the two treatment staffs would 
be associated with significant differences in attitudes to-
ward the alcoholic and job satisfaction. This finding was 
also true where program type was not considered. That is, 
for the group as a whole, the level of need-press congruence 
was not associated with differences in attitudes toward the 
alcoholic and job satisfaction. 
Rather, the program type and/or the supportive variable 
were more likely to be associated with any differences in 
one type of attitude toward the alcoholic and job satisfac-
tion than the personality variable. The groups differed 
in their job satisfaction on the basis of the program type 
and degree of perceived supportiveness in the work environ-
ment. That is, the residential rehabilitation staff had 
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significantly higher scores on the job satisfaction measure 
than the detoxication staff. In addition, when only the 
supportiveness variable is considered, those staff who 
reported higher levels of supportiveness in the work en-
vironment had significantly higher job satisfaction scores 
irrespective of the program type. 
Furthermore, some of the research suggested that staff 
would differ in their attitudes toward their work on the 
basis of the type of program in which they work. The re-
search by Ellsworth, et. al., (1971) found a relationship 
between high client turnover programs and negative staff 
attitudes t6ward the unit. Some support for the influence 
of client turnover on staff attitudes was found in this 
study. The detoxication programs are characterized by rapid 
turnover and the job satisfaction attitudes of these staff 
were significantly lower than the residential rehabilita-
tion staff. The latter program is characterized by much 
lower client turnover. 
On the measure of attitudes toward the alcoholic, the 
type of program was associated with a difference in attitude 
on only one of the six scales. The residential rehabilita-
tion staff had significantly higher scores on the Medical 
Illness scale than the detoxication staff. In essence, 
they are more likely to hold the view that alcoholism is a 
disease and should be treated as such. 
The finding that only environmental variables were 
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associated with differences in attitudes toward the alco-
holic and job satisfaction was contrary to what the liter-
ature predicted. The review of the literature showed that 
the interaction of person and environment works to in-
fluence attitudes. Murray's hypothesis of need-press con-
gruence was found to be associated with differences in job 
satisfaction. The hypothesis had not been investigated in 
regard to attitudes toward the alcoholic. The results of 
the study do not provide support for the notion that the 
congruence of closeness need and perceived supportiveness 
is associated with differences in attitudes toward the 
alcoholic and job satisfaction in the staff of residential 
rehabilitation and detoxication programs. With these types 
of program staff, only the supportiveness or program vari-
ables were associated with differences in attitudes toward 
the alcoholic and job satisfaction. 
Implications 
The implications of this study center on the influence 
of the environmental variables as opposed to the interaction 
of closeness need and perceived supportiveness on job satis-
faction and attitudes toward alcoholics. More specifically, 
the findings of this study focus on several areas for the 
influence of supportiveness on job satisfaction. These 
areas include the relationship of supportiveness to job 
satisfaction, the meaning of supportiveness and its role in 
communication. 
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In the area of social support and job loss, Gore (1974) 
has extensively reviewed the literature on the relationship 
of social support and stress related to work and social 
disintegration. She found that the difference between 
situational demands and what a person is capable of doing 
can result in the deterioration of behavior. The deteri-
oration is ameliorated by relieving the individual of 
responsibility for the misfit or by altering the situational 
demands. In the area of role ambiguity in the work setting, 
social support alleviated the resulting strain and stress 
if one's subordinates were supportive. She concluded that 
social support is a protective asset and can be a buffer 
against psychological strain. 
Other research has investigated the relationship be-
tween support and job satisfaction and retention. For in-
stance, Blau (1981) has found that social support is nega-
tively related to job dissatisfaction in bus drivers. Simi-
larly, LaRocco and Jones (1978) found that social support 
in navy personnel has a direct influence on satisfaction and 
employment retention. They found that leader support was 
more relevant in achieving job satisfaction and work-group 
support was related to overall satisfaction with the Navy. 
In research with the hard-core unemployed trainees, 
Friedlauder and Greenberg (1971) found that when the work 
environment was viewed as supportive, the trainees were 
rated as good employees and were more reliable. 
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The results of this study provide additional support 
for the influence of supportiveness on job satisfaction. 
In Chapter I, research was reviewed that suggested staff 
have higher levels of morale when they believe they are 
playing an instrumental role in the treatment of patients. 
High patient turnover rates on psychiatric wards were re-
lated to negative views of the program. This leads to the 
expectation that the staff in residential rehabilitation 
would be more likely to score significantly higher on job 
satisfaction measures than detoxication staff. The results 
of this study did find such statistically significant dif-
ferences. 
However, when an examination of the variable support-
iveness alone is made, it becomes apparent that the dif-
ferences due to it are greater than that of the service 
type. This can be seen in the F-ratios for climate alone 
on Tables 29-31. An examination of Table 28 also shows 
apparent differences among the group means for the support-
iveness variable. 
Pearson correlation scores for supportiveness and the 
three satisfaction scales show strong and significant re-
lationships between the variables. These relationships can 
be seen in Table 32. In contrast, the Closeness variable 
for the residential rehabilitation staff only has a weak 
but significant relationship with the Intrinsic scale. This 
coefficient was 0.33. 
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Table 32 
Correlations Between Supportiveness and 
Job Satisfaction Scales 
Residential 
Rehabilitation Detoxication 
Scale (N=30) (N=32) 
Intrinsic .64 .69 
Extrinsic .62 .80 
General . 71 .84 
Total 
.69 
.75 
.80 
Another implication to consider is the meaning of 
social support in this and other studies that have examined 
it in relation to job satisfaction. In their study on the 
hard-core unemployed, Friedlauder and Greenberg (1971) de-
fined support as help received on the job, how well the 
workers were able to get along with others, how close they 
could get to others, and if others did not take advantage 
of them. 
Cartwright (1980) defined support as the help or clar-
ification of professional responsibilities, help on dealing 
with clients, and help with personal difficulties. LaRocco 
and Jones (1978) defined it in terms of the amount of 
cooperative effort, work group esprit, level of friendliness 
and warmth, open communication and trust. Stern (1970) de-
fined it as respect for the integrity of the individual, 
degree of fair play and openness, and degree to which de-
pendency needs are accepted. 
Each of these definitions has a common thread of open-
ness and sense of fair play in them. There is also an 
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environment that is positive and emphasizes warmth and 
friendliness. The Stern definition, however, adds the 
element of dependency needs that are accepted. Because 
Stern's definition was used in this study, the relevance 
of supportiveness to job satisfaction can be expanded to 
include dependency needs that are satisfied within the 
facility. 
A third implication of support and job satisfaction 
is in the area of communication. As indicated previously, 
a supportive environment is also one where communication 
can take place. This communication is an important aspect 
of support networks. Tolsdorf (1978) stated that the 
function of a support system is to provide support, advice 
and feedback. Similarly, Weiss (1974) saw the function of 
a support network as providing attachment, exchange of 
service, guidance, social integration, a sense of alliance, 
reassurance of worth, and an opportunity to provide nur-
turance. Thus, a supportive environment, job satisfaction 
and communication are all interrelated. 
The influence of supportiveness, however, is not sig-
nificant in relation to attitudes toward alcoholics. The 
lack of a relationship can be seen in Tables 22-27. It is 
underscored in Table 33, which shows Pearson correlations 
for both groups between supportiveness and the six scales 
of the Attitudes Toward Alcoholics Instrument. These cor-
relations show a weak and nonsignificant relationship 
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between supportiveness and the six types of attitudes 
measured by the instrument. 
Table 33 
Correlation Between Supportiveness 
and Attitudes Toward Alcoholics 
Residential 
Rehabilitation Detoxication 
Scale (N=30) (N=32) 
Psychological 
Etiology -.02 -.08 
Social Rejection . 11 . 001 
Physical/ 
Genetic Etiology -.26 -.06 
Humanism .08 . 1 5 
Moral Weakness • 1 0 . 1 4 
Medical Illness -.05 -.29 
Total 
.06 
.03 
-. 1 5 
.09 
• 1 0 
-.05 
Instead, the only variable that had any significant 
relevance to these attitudes was facility type. Of the six 
scales, the residential rehabilitation staff scored signig-
icantly higher on the Medical Illness scale. Furthermore, 
this variable accounted for a greater proportion of the 
variance than the other two. A measure of this proportion 
2 . 
can be found by examining the eta value (Kim and Kohout, 
1975). For the facility type, this value was 0.19, where-
as, the value did not exceed 0.02 for either of the other 
two variables. 
In summary, the environmental variables of support-
iveness and facility type had more relevance to the 
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dependent variables of job satisfaction and medical illness 
attitudes. The influence of the supportiveness variable, 
however, was greater than facility type on the job satis-
faction attitudes although both had some relevance. On the 
measure of attitudes toward alcoholics, only the facility 
type had an influence on the Medical Illness scale. Close-
ness and the interaction of closeness and supportiveness 
in the environment had no significant relationship to job 
satisfaction and attitudes toward the alcoholic. 
Finally, there are some implications for the directors 
of residential rehabilitation and detoxication programs. 
Developing a supportive work environment can lead to higher 
levels of job satisfaction among the staff members. This 
would be an environment that is characterized by warmth and 
closeness among the staff. Respect for the integrity of 
the individual is also characteristic of such an environ-
ment. Furthermore, the dependency needs of staff are met 
and there is a sense of openness and fair play in the en-
vironment. Another benefit to be gained with this type of 
environment is that the levels of communication among the 
staff can be improved. Communication, to be effective, 
requires an environment that is open and fair, otherwise, 
individual staff members will be reluctatn to provide feed-
back to their peers. 
For the directors of detoxication programs, the ad-
dition of programs that increase client length of stay will 
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also enhance levels of job satisfaction among staff along 
with the development of supportive environments. This will 
allow for the development of milieu characteristics similar 
to those of the residential rehabilitation programs. 
Limitations of the Study 
One limitation of the study is the fact that only one 
of the possible combinations of press and need was examined. 
Both the Activities Index and the Organizational Climate 
Index provide measures of other needs and press. For in-
stance, the Activities Index provides scores on need for 
Expressiveness and Submissiveness. Each of these could be 
studied with press factors such as Orderliness, Personal 
Dignity, or Supportiveness as well. 
A second limitation is the sample size. The small 
number of staff members in the cells of the three-way analy-
sis of variance can raise a question as to the type of 
distribution the scores represented. A larger number in 
each cell increases the likelihood of having a normal dis-
tribution. In addition, the larger size would have enabled 
the researcher to do a more refined _analysis such as multi-
variate analysis. 
Questions for Future Research 
The recommendations for future research focus on sev-
eral areas. These areas are: further refinement of the 
Attitudes Toward Alcoholics Instrument, the role of the 
detoxication program in treating the alcoholic, staff 
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attitudes in other programs and geographic locations, and 
the relationship of supportiveness to other variables such 
as length of employment, level of professionalization, and 
communication patterns. 
In regard to the Attitudes Toward Alcoholics Instru-
ment, several intercorrelations on the scales were obtained 
that raise a question as to the independence of the scales. 
Table 34 displays intercorrelations on scales that obtained 
significance for one or the other group. 
Table 34 
Intercorrelations on Selected Scales for 
Alcoholism Treatment Staff 
Pairing 
Psychological 
Etiology/Humanism 
Physical-Genetic 
Etiology/Medical 
Illness 
Moral Weakness/ 
Social Rejection 
* 12 <·05. 
Residential 
Rehabilitation 
(N=30) 
• 21 
* 
.32 
* 
.36 
Detoxication 
(N=33) 
* 
.45 
• 1 3 
.29 
Total 
* 
.32 
.20 
* 
.33 
Tolor and Tamerin (1975) obtained similar intercorrela-
tions with graduate students on these scale pairings as was 
obtained with the residential rehabilitation staff. The 
high intercorrelation on the Psychological Etiology and 
Humanism scales for the detoxication staff was similar to 
results obtained by Tolor and Tamerin. Further refinement 
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of the instrument with a larger sample and with staff from 
other types of treatment programs would be of value to de-
termine the independence of the scales. 
The significant differences in job satisfaction be-
tween the two types of staff raises questions of role per-
ception in the detoxication staff. This area of measure-
ment should focus on how important they perceive their 
function in relation to the treatment of the alcoholic 
client. 
Another area of investigation which has received very 
little attention is the literature is staff attitudes to-
ward the alcoholic among other programmatic structures. 
For example, how do staff in residential programs differ 
from staff in outpatient settings? 
Research has not focused on regional or geographic 
differences in staff attitudes toward the alcoholic. That 
is, to test for the effects of differences in alcoholic 
client groups on staff attitudes toward the alcoholic, com-
parisons of programs located in urban versus suburban 
environments would test for the influence of client type. 
Do the urban poor with few resources influence staff 
attitudes? 
A number of other questions have also been raised by 
the findings. They are listed below in question format. 
1. Is there a qualitative difference in con®unication 
among staff in work environments that are supportive versus 
those that are not? 
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2. If the staff of a program perceive their work en-
vironment as supportive, do the clients perceive a similar 
or different climate in the treatment program? 
3. Is there any relationship between the degree of 
supportiveness in the work environment and the types of 
treatment modalities used? 
4. Does a higher level of supportiveness in the work 
environment lead to improved client outcomes? 
5. Does a higher level of job satisfaction among the 
staff lead to improved client outcomes? 
6. Is a higher level of the view that alcoholism is 
a medical illness the result of differences in training or 
lengths of employment in the alcoholism treatment field? 
REFERENCES 
Allport, G. W. Personality: A Psychological Interpreta-
tion. New York: Holt, 1937. 
Almond, R., Keniston, K., and Bolton, S. Patient value 
changes in Milieu Therapy. Archives of General Psychiatry, 
1969, 20, 339-351. 
American Psychiatric Association. Diagnostic and Statisti-
cal Manual of Mental Disorders. Washington, D.C.: American 
Psychiatric Association, 1980. 
Annis, H. M. The detoxication alternative to the handling 
of the public inebriate. Journal of Studies on Alcohol, 
1979, 40, 196-210. 
Argyris, C. Personality and Organization. New York: 
Harper and Brothers, 1957. 
Argyris, c. Integrating the Individual and the Organization. 
New York: John Wiley and Sons, Inc., 1964. 
Argyris, C. Management and Organizational Development. 
New York: McGraw-Hill, Inc., 1971. 
Berger-Gross, v. ·and Lisman, S. Attitudes of paraprofes-
sionals toward alcoholism: Settings effects. Journal of 
Studies on Alcohol, 1979, 40, 514-517. 
Bettelheim, B. Individual and mass behavior in extreme 
situations. Journal of Abnormal Psychology, 1943, 38, 
417-452. 
Betz, E. Need reinforcer correspondence as a predictor of 
job satisfaction. Personnel and Guidance Journal, 1969, 
878-883. 
Betz, E., Weiss, D. J., Dawis, R., England, C. W., and 
Lofquist, L. H. The concept of work adjustment. In D. G. 
Zytowski (Ed.) Vocational Behavior: Readings in Theory and 
Research. New York: Holt, Rinehart, and Winston, 1968. 
Blalock, H. M. Jr. Social Statistics. New York: McGraw-
Hill Book Company, Inc., 1960. 
125 
Blau, G. An empirical investigation of job stress, social 
support, service length, and job strain. Organizational 
Behavior and Human Performance, 1981, 27, 279-302. 
Brayfield, A. and Crockett, w. H. Employee attitudes and 
employee performance. Psychological Bulletin, 1955, 52, 
396-424. 
Breer, P. E. and Locke, E. A. 
of Attitudes. Homewood, Ill.: 
Task Experience as a source 
Dorsey Press, 1965. 
Cartwright, A. K. L. The attitudes of helping agents to-
ward the alcoholic client: The influence of experience, 
support, and training. British Journal of the Addictions, 
1980, 75, 413-431. 
Chafetz, M. E. Practical and theoretical considerations 
in the psychotherapy of alcoholism. Quarterly Journal of 
Studies on Alcohol, 1959, 20, 281-291. 
Chafetz, M. E., Blane, H. T., Abram, H. s., Golner, J., 
Lacy, E., McCourt, w. F., Clark, E., and Meyers, w. Es-
tablishing treatment relations with alcoholics. Journal 
of Nervous and Mental Disease, 1962, 134, 395-409. 
Daniels, A. K. The captive professional. Bureaucratic 
limitations in the practice of military psychiatry. Journal 
of Health and Social Behavior, 1969, 10, 225-265. 
Dawis, R. The Minnesota Theory of Work Adjustment. In 
B. Bolton (Ed.) Handbook Measurement and Evaluation in 
Rehabilitation. Baltimore: University Press, 1976. 
Dimsdale, J. E. Goals of therapy on psychiatric inpatient 
units. Social Psychiatry, 1975, 10, 1-7. 
Driscoll, J. w. Trust and participation in organizational 
decision making as predictors of satisfaction. Academy of 
Management Journal, 1978, 21, 44-56. 
Ellsworth, R., Maroney, R., Klett, w., Gordon, H., and 
Gunn, R. Milieu characteristics of successful psychiatric 
treatment programs. American Journal of Orthopsychiatry, 
1971, 41, 427-441. 
Endler, N. S. The person versus the situation - a pseudo 
issue? A response to Alker. Journal of Personality, 1973, 
41, 287-303. 
Freidson, E. Disability as social deviance. In M. B. 
Sussman (Ed.) Sociology and Rehabilitation. Washington, 
D.C.: American Sociological Association, 1966. 
1 26 
Friedlander, F. and Greenberg, S. Effect of job attitudes, 
training, and organizational climate on performance of the 
hard-core unemployed. Journal of Applied Psychology, 
1971, 55, 287-295. 
Gore, S. The Influence of Social Support and Related 
Variables in Ameliorating the Consequences of Job Loss. 
Hackman, J. R. and Lawler, E. E. Employee reactions to 
job characteristics. Journal of Applied Psychology, 1971, 
55, 259-285. 
Halpin, A. W. Theory and Research in Administration. 
New York: MacMillan Company, 1966. 
Holland, J. L. A theory of vocational choice. Journal of 
Counseling Psychology, 1959, 6, 35-44. 
Holland, J. L. 
Waltham, Mass.: 
The Psychology of Vocational Choice. 
Blaisdell Publishing Co., 1966. 
Holland, T. P. Organizational structure and institutional 
care. Journal of Health and Social Behavior, 1973, 14, 
241-251. 
Illinois Department of Mental Health and Developmental 
Disabilities. Guidelines for Co~aunity Agencies. 
Springfield, Ill.: Division of Community Services, 1980. 
Inkeles, A. Personality and social structure. In R. K. 
Merton, L. Broom, and L. s. Cottress, Jr. (Eds.) Sociology 
Today, Volume II. New York: Harper Torch Books, 1959, 
249-276. 
Inkeles, A. and Levinson, D. J. The personal system and 
the socio cultural system in large scale organizations. 
Sociometry, 1963, 26, 217-229. 
Jahoda, M. A socio-psychological approach to the study of 
culture. Human Relations, 1961, 14,-23-30. 
Jansen, E. The role of the halfway house in community 
mental health programs in the United Kingdom and America. 
American Journal of Psychiatry, 1970, 126, 1498-1504. 
Jellinek, E. M. 
Brunswick, N.J.: 
The Disease Concept of Alcoholism. 
Hillhouse Press, 1960. 
Kelly, J. G. Review of People in Context 
New 
127 
Kim, J. and Kohout, F. Analysis of variance and covariance. 
In N. H. Nie, C. H. Hull, J. G. Jenkins, K. Steinbrenner, 
and D. H. Bent (Eds.) Statistical Package for the Social 
Sciences, New York: McGraw-Hill Book co., 1975. 
Kean, H. E. Person-Environment Congruence and Job Satis-
faction in Counseling-Related Settings in Michigan (Doctoral 
dissertation, Wayne State University, 1973). Dissertation 
Abstracts International, 1973, 34. 
LaRocco, J. M. and Jones, A. P. Co-worker and leader 
support as moderators of stress-strain rehationships in 
work situations. Journal of Applied Psychology, 1978, 63, 
629-634. 
LaVan, H. N. Organizational Climate, Job Satisfaction, and 
Professionalism in an Emerging Professional Group: Reha-
bilitation Counselors. (Loyola University of Chicago, 
1978). Dissertation Abstracts International. 
Lewin, K. Principles of Topological Psychology. New York: 
McGraw-Hill Book Co., 1936. 
Lewin, K. Resolving Social Conflicts. New York: Harper 
and Row, 1948. 
Lewin, K. Field Theory in Social Science. New York: 
Harper and Row, 1951. 
Litwin, G. and Stringer, R. 
Climate. Cambridge, Mass.: 
Motivation and Organizational 
Harvard University Press, 1968. 
Locke, E. A. What is job satisfaction? Organizational 
Behavior and Human Performance, 1969, 4, 309-336. 
Locke, E. A., Shaw, K. N., Saan, L. M., and Latham, G. P. 
Goal setting and task performance: 1969-1980. Psycho-
logical Bulletin, 1981, 90, 125-152. 
Meadows, I. S. G. Organic structure- and innovation in small 
work groups. Human Relations, 1980, 33, 369-382 (a). 
Meadows, I. S. G. Organic structure, satisfaction and 
personality. Human Relations, 1980, 33, 383-392 (b). 
Mendelson, J. H., Wexler, D., Kubansky, P. E., Harrison, 
R., Leiderman, G., and Solomon, P. Physician's attitudes 
toward alcoholic patients. Archives of General Psychiatry, 
1964, 11, 392-399. 
128 
Mitchell, V. F. and Porter, L. w. Comparative managerial 
role perceptions in military and business hierarchies. 
Journal of Applied Psychology, 1967, 51, 449-452. 
Mogar, R. E., Helm, s. T., Snedeker, M. R., Snedeker, M. H., 
and Wilson, w. M. Staff attitudes toward the alcoholic 
patient. Archives of General Psychiatry, 1969, 21, 
478-485. 
Moos, R. H. Situational analysis of a therapeutic community 
milieu. Journal of Abnormal Psychology, 1968, 73, 49-61. 
Moos, R. H. Sources of variance in response to question-
naires and in behavior. Journal of Abnormal Psychology, 
1969, 74, 405-412. 
Moos, R. H. Size, staffing and psychiatric ward treatment 
environments. Archives of General Psychiatry, 1972, 26, 
414-418. 
Moos, R. H. Evaluating Treatment Environments: A Social 
Ecological Approach. New York: John Wiley and Sons, 1974. 
Moos, R. H. Evaluating Correctional and Community Settings. 
New York: John Wiley and Sons, 1975. 
Moos, R. H. and Brownstein, R. Environment and Utopia. 
New York: Plenum Press, 1977. 
Moos, R. H. and Daniels, D. Differential effects of ward 
settings on psychiatric staff. Archives of General Psychi-
atry, 1967, 17, 75-83. 
Murray, H. A. Explorations in Personality. New York: 
Oxford University Press, 1938. 
Newcomb, T. M. Personality and Social Change. New York: 
Dryden Press, 1943. 
Nimmer, R. T. St. Louis diagnostic ·and detoxication center: 
an experiment in non-criminal processing of public intoxi-
cants. Washington University Law Quarterly, 1970, 1-27. 
Orcutt, J. D., Cairl, R. E. and Miller, E. T. Professional 
and public conceptions of alcoholism. Journal of Studies 
on Alcohol, 1980, 41, 652-661. 
Pace, R. c. Perspectives on the student and his college. 
In L. E. Dennis and J. F. Kauffman (Eds.) The College and 
the Student. Washington, D.C.: American Council on 
Education, 1966. 
129 
Pattison, E. M. A critique of alcoholism treatment concepts 
with special reference to abstinence. Quarterly Journal of 
Studies on Alcohol, 1966, 27, 49-71. 
Pervin, L. A. Performance and satisfaction as a function 
of individual-environmental fit. Psychological Bulletin, 
1968, 69, 56-68. 
Porter, L. W. Job attitudes in amangement: I. Perceived 
deficiencies in need fulfillment at a function of job 
level. Journal of Applied Psychology, 1962, 24, 375-384 
(a) • 
Porter, L. W. Job attitudes in management: II. 
importance of needs as a function of job level. 
Applied Psychology, 1963, 47, 141-148 (b). 
Perceived 
Journal of 
Porter, L. W. Job attitudes in management: IV. Perceived 
deficiencies in need fulfillment as a function of size of 
company. Journal of Applied Psychology, 1963, 47, 386-397. 
Porter, L. w. and Steers, R. M. Organizational work and 
personal factors in employee turnover and absenteeism. 
Psychological Bulletin, 1973, 80, 151-176. 
Reynolds, W. T. and Coleman, J. Token economy: patient 
and staff changes. Behavior Research Therapy, 1972, 10, 
29-34. 
Richman, J. and Stern, G. Stern Personality and Environment 
Indexes: A User's Technical Manual. (Copyright 1975 by the 
Estate of George G. Stern and Joel Richman.) 
Roe, A. The Psychology of Occupations. New York: John 
Wiley and Sons, Inc., 1956. 
Roe, A. Perspectives on vocational development. In J. M. 
Whitley and A. Resnilcoff (Eds.) Perspectives on Vocational 
Development. Washington, D.C.: American Guidance and 
Personnel Association, 1972. 
Rokeach, M. Beliefs, Attitudes, and Values. San Francisco: 
Jossey-Bass, Inc., 1969. 
Rorer, L. G. Review of the Adjective Checklist. In 0. K. 
Buras (Ed.) The Seventh Mental Measurement Yearbook. 
Highland Park, N.J.: Gryphon Press, 1972. 
Sargent, s. s. and Williamson, R. C. Social Psychology. 
New York: The Ronald Press Company, 1966. 
130 
Sells, S. B. An interactionist looks at the environment. 
funerican Psychologist, 1963. 
Sells, S. B. Review of People in Context. Psychological 
Scholar, 1971,8,90-91. 
Selzer, M. L. Hostility as a barrier to therapy in alcohol-
ism. Psychiatric Quarterly, 1951, 31, 301-305. 
Seybolt, J. W. Work satisfaction as a function of the 
person-environment interaction. Organizational Behavior 
and Human Performance, 1976, 17, 66-75. 
Siegel, S. 
Sciences. 
Nonparametric Statistics for the Behavioral 
New York: McGraw-Hill Book Co., 1956. 
Skager, R. W. Reporting in The Seventh Mental Measurements 
Yearbook. In 0. K. Buras (Ed.), Highland Park, N.J.: The 
Gryphon Press, 1972, p. 347. 
Sowa, P. A. and Cutter, H. S. Attitudes of hospital staff 
toward alcoholics and drug addicts. Quarterly Journal of 
Studies of Alcohol, 1974, 35, 210-214. 
Stern, G. People in Context. New York: John Wiley and 
Sons, 1970. 
Strassburger, F. and Strassburger, z. }1easurement of atti-
tudes toward alcohol and their relation to personality 
variables. Journal of Consulting Psychology, 1965, 29, 
440-445. 
Strupp, H. H., Fox, R. E., and Lessler, K. Patients View 
Their Psychotherapy. Baltimore: The Johns Hopkins Press, 
1969. 
Tagiuri, R. The concept of organizational climate. In 
R. Tagiuri and G. Litwin (Eds.) Organizational Climate: 
Exploration of a Concept. Boston: Harvard University 
Press, 1968. 
Tolar, A. and Tamerin, J. s. The Attitudes Toward Alcohol-
ics Instrument: A measure of attitudes toward alcoholics 
and the nature and causes of alcoholism. British Journal of 
the Addictions, 1975, 70, 223-231. 
Tolsdorf, C. C. Social networks, support, and coping: An 
exploratory study. Family Process, 1978, 15, 407-417. 
Vroom, v. H. work and Motivation. New York: John Wiley 
and Sons, Inc., 1964. 
131 
Weiss, D. J., Dawis, R. v., England, G. W. and Lofquist, 
L. H. Manual for the Minnesota Satisfaction Questionnaire. 
Minnesota Studies in Vocational Rehabilitation, 1967, 
No. 22. 
Weiss, R. S. The provision of social relationships. In 
Z. Rubin (Ed.) Doing Unto Others. Englewood Cliffs, N.J.: 
Prentice-Hall, 1974. 
Wiggins, T. w. A comparative investigation of principal 
behavior and school climate. Journal of Educational Re-
search, 1972, 66, 103-105. 
Yinger, J. M. 
personality. 
580-592. 
Research implications of a field view of 
American Journal of Sociology, 1963, 68, 
APPENDIX A 
Activities Index 
STERN ACTIVITIES INDEX 
Form 1158-SHORT FORM 
George G. Stern, Syracuse University 
This booklet contains a number of brief statements 
describing many different kinds of activities. You 
will like some of these things. They will seem more 
pleasant than unpleasant to you, perhaps even highly 
enjoyable. There will be others that you will dislike, 
finding them more unpleasant than pleasant. The activ-
ities listed in this booklet have been obtained from a 
great many different persons. People differ in the 
kinds of things they enjoy, like to do, or find pleasant 
to experience. You are to decide which of these you 
like and which you dislike. 
DIRECTIONS 
On the special answer sheet print your name, and the 
other information requested. Then, as you read each 
statement in the booklet, blacken space 
L-if the item describes an activity or event 
that you would like, enjoy, or find more 
pleasant than unpleasant. 
D-if the item describes an activity or event 
that you would dislike, reject, or find 
more unpleasant than pleasant. 
Be sure to fill in the whole answer space with a heavy 
black mark, using any #2~ or softer pencil. Do not use 
ball point or ink. 
Copyright 1958, 1972, by George G. Stern 
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YOU MUST ANSWER EVERY ITEM 
Work rapidly, going through the entire list of state-
ments as quickly as you can. Occasionally compare 
item numbers from the booklet with the answer sheet 
space to see that they correspond. Please do not make 
any stray marks on the answer sheet or in this booklet. 
Erase all errors and stray marks completely. 
1. Setting difficult goals for myself. 
2. Imagining what I would do if I could live my life 
over again. 
3. Talking about how it feels to be in love. 
4. Belonging to a close family group that expects me 
to bring my problems to them. 
5. Going to a park or beach with a crowd. 
6. Returning to a task which I have previously failed. 
7. Being an important political figure in a time of 
crisis. 
8. Wearing clothes that will attract a lot of atten-
tion. 
9. Keeping my bureau drawers, desks, etc., in perfect 
order. 
10. Learning how to repair such things as a radio, 
sewing machine, or car. 
11. Studying wind conditions and changes in atmos-
pheric pressure in order to better understand and 
predict the weather. 
12. Setting higher standards for myself than anyone 
else would, and working hard to achieve them. 
13. Admitting when I'm in the wrong. 
14. Leading an active social life. 
15. Pausing to look at myself in a mirror each time I 
pass one. 
16. Helping to collect money for poor people. 
17. Talking about who is in love with whom. 
18. Spending my time thinking about and discussing 
complex problems. 
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19. Organizing groups to vote in a certain way in 
elections. 
20. Thinking about what I could do that would make me 
famous. 
21. Daydreaming about what I would do if I could live 
my life any way I wanted. 
22. Comforting someone who is feeling low. 
23. Arranging my clothes neatly before going to bed. 
24. Learning how to make such things as furniture or 
clothing myself. 
25. Doing experiments in physics, chemistry or biology 
in order to test a theory. 
26. Seeing love stories in the movies. 
27. Being corrected when I'm doing something the wrong 
way. 
28. Belonging to a social club. 
29. Doing something that will create a stir. 
30. Thinking about winning recognition and acclaim as a 
brilliant military figure. 
31. Standing on the roof of a tall building. 
32. Having lots of time to take care of my hair, hands, 
face, clothing, etc. 
33. Finishing some work even though it means missing a 
party or dance. 
34. Working with mechanical appliances, household equip-
ment, tools, electrical apparatus, etc. 
35. Studying the stars and planets and learning to 
identify them. 
36. Being a philosopher, scientist, or professor. 
37. Working on tasks so difficult I can hardly do them. 
38. Going to parties where I'm expected to mix with the 
whole crowd. 
39. Leading a well-ordered life with regular hours and 
an established routine. 
40. Planning ahead so that I know every step of a project 
before I get to it. 
41. Avoiding something at which I have once failed. 
42. Being an official or leader. 
43. Being the only couple on the dance floor when every-
one is watching. 
44. Imagining situations in which I am a great hero. 
45. Catching a reflection of myself in a mirror or 
window. 
135 
46. Making my bed and putting things away every day 
before I leave the house. 
47. Going to a party or dance with a lively crowd. 
48. Going to scientific exhibits. 
49. Reading novels and magazine stories about love. 
50. Accepting criticism without talking back. 
51. Keeping to a regular schedule, even if this some-
times means working when I don't really feel like 
it. 
52. Organizing a protest meeting. 
53. Speaking before a large group. 
54. Imagining how it would feel to be rich and famous. 
55. Playing rough games in which someone might get 
hurt. 
56. Finding out how different languages have developed, 
changed, and influenced one another. 
57. Taking care of youngsters. 
58. Fixing light sockets, making curtains, painting 
things, etc., around the house. 
59. Collecting data and attempting to arrive at general 
laws about the physical universe. 
60. Choosing difficult tasks in preference to easy ones. 
61. Apologizing when I've done something wrong. 
62. Going to the park or beach only at times when no 
one else is likely to be there. 
63. Eating my meals at the same hour each day. 
64. Doing things according to my mood, without follow-
ing any plan. 
65. Being the center of attention at a party. 
66. Skiing on steep slopes, climbing high mountains, or 
exploring narrow underground caves. 
67. Imagining the kind of life I would have if I were 
born at a different time in a different place. 
68. Keeping my room in perfect order. 
69. Being with people who are always joking, laughing, 
and out for a good time. 
70. Reading scientific theories about the origin of the 
earth and other planets. 
71. Listening to my friends talk about their love-life. 
72. Receiving advice from the family. 
73. Having my mistakes pointed out to me. 
74. Going on a vacation to a place where there are lots 
of people. 
75. Seeing sad or melodramatic movies. 
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76. Pretending I am a famous movie star. 
77. Making my handwriting decorative or unusual. 
78. Taking care of someone who is ill. 
79. Having a special place for everything and seeing 
that each thing is in its place. 
80. Learning how to raise attractive and healthy plants, 
flowers, vegetables, etc. 
81. Reading about how mathematics is used in developing 
scientific theories, such as explanations of how 
the planets move around the sun. 
82. Having people talk to me about some personal prob-
lem of mine. 
83. Following through in the development of a theory, 
even though it has no practical applications. 
84. Picking out some hard task for myself and doing it. 
85. Inviting a lot of people home for a snack or party. 
86. Influencing or controlling the actions of others. 
87. Converting or changing the ivews of others. 
88. Trying out different ways of writing my name, to 
make it look unusual. 
89. Providing companionship and personal care for a very 
old, helpless person. 
90. Reading about the love affairs of movie stars and 
other famous people. 
91. Working out solutions to complicated problems, even 
though the answers may have no apparent, immediate 
usefulness. 
APPENDIX B 
License to Use Selected Items from the 
Organizational Climate Index 
PEm1ISSION TO COPY OR REPRODUCE CCPYRIGHT NATERIAL 
JOEL RICHNAN, Ph.D, 700 East Hater Street, Syracuse, 1~2h' York 13210 
hereoy authorizes 
tJame: "trnest i1arquez 
Address: 873 Adeline Drive, Elgin, Illinois 60120 
(Licensee) to copy or reproduce the material identified below as The Work, 
subject to all of the tenns, condition~. and limi~ations of this license: 
1. The \4ork(s): The \Jork(s) means: 
Organizational Cli~ate Index 
2.. Authorized Use: The license gl~anted hereby is specifically limited to the 
uses set forth below, or specified in Licensee's letter(s) dated 
and no others. 
To reproduce tHe hundred and twenty-five (225) copies containing 
items from the Orqanizational Climate Index. 
3. Prohibited Uses: The license granted herein specifically excludes the right 
to print, reprint, publish, c:opy, sell, give away or othen:ise distribute 
the Work, to translate, arrange, adapt, or revise the Work, or to exhibit, 
perfonn, l~epresent, record, produce or reproduce the t~ork, either separately 
or as part of a 1arger publication, except as specifically permitted by 
Section ~. 
4. Reservation of Rights: 1\11 rights in the '.-Jo;·i. n0t here:in g1·anted to Licensee 
are expressly reserved by Joel Richman~ Ph. D. 
If the use authorized by Section 2 consists of the reproduction or other inclt 
sion of the Work in a book or similar publication, the License granted hereby 
relates solely to the edition of the publication specified in Section 2, or, 
if none is so specified, to the edition to be published next after the date o1 
the license. While renewal for subsequent editions may be anticipated, 
specific permission for extension of this license must be secured. 
b. Non-Transferability: This license is non-transferable. /\ny o.ttempt to 
transfer the license will automatically revoke it. 
·6. Copyright Notice Required: Any copy, reproduction, or other use authorized 
hereby shall be accompanied by the following legend: 
Items taken from the Oraanizational Climate Index reproduced with 
permission of the copyright holder, @)Copyright 1958, 1960, 1961, 
1962, 1963, 1971, 1975 by George G. Stern and Joel Richman. 
Hinor rearrangements of the above format may be made in publications for 
purposes of editorial uniformity, but all the components must be included. 
This notice shall appear on the title page (or reverse side of the title 
page), of each copy of the Work, or, if the Work is reproduced as part of 
a larger publication, at the foot of the first page on which the Work is 
reproduced. 
If this license covers more than one Work, to be reproduced in one publica-
tion, the above model of notice of permission shall be used separately for 
each separate Work being reproduced, unless a combined form of notice is 
specifically approved by rider to this license. 
7. Fees: 
$33.75 (Paid). 
8. Deposit of Copies: 
One copy \·lith Copyright notice as per #6 above. 
9. Required Countersignatures: This license will not be effective until it 
has been signed by the Licensee and countersigned by an a~thorized 
representative of Joel Richman, Ph. 0. 
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APPENDIX C 
Items for the Supportiveness Factor from 
the Organizational Climate Index 
ORGANIZATIONAL CLIMATE INDEX 
Listed below are a series of statements about your work 
environment. Beside each statement is a T or F for 
True or False respectively. Please circle the letter 
that best reflects your view of your immediate work 
environment within the residential program. 
T F Criticism of administrative policies and practices 
is encouraged. 
T F It is hard to make friends here because there is so 
little opportunity to meet with other people. 
T F People treat the furnishings and equipment with care 
here. 
T F Most programs are very well organized and progress 
systematically from week to week. 
T F People here are always trying to manipulate the 
activities of others for their own advantage. 
T F Procedures to be followed in case of fires, air 
raids, and accidents are not prominently posted. 
T F The people here are easily moved by the misfortunes 
and distress of others. 
T F No one needs to be afraid of expressing a point of 
view that is unusual or not popular in this place. 
T F Everyone here has a strong sense of being a member 
of the team. 
T F It is necessary to be polite under all circumstances 
in order to stay out of trouble here. 
T F There is a lot of group spirit here. 
T F Most people seem to be especially considerate of 
others. 
T F Administrative policies, goals, and objectives are 
carefully explained to everyone. 
T F Elections, peer-evaluations or other forms of ratings 
of group members by one another generate strong 
feelings. 
T F The daily schedule includes some rough physical 
activities. 
T F There is a lot of interest here in projects for 
collecting packages of food or clothing to help out 
others. 
T F The value most stressed here is open mindedness. 
T F People find others eager to help them get started. 
Items taken from the Organizational Climate Index 
reproduced with permission of the copyright holder, 
Copyright 1958, 1960, 1961, 1962, 1963, 1971, 1975, 
by George G. Stern and Joel Richman. 
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T F People are seldom kept waiting when they have 
appointments with administrative staff. 
T F There are many opportunities for people to get 
together informally in planned social activities 
after hours. 
T F People here tend to be cautious and self-controlled 
at all times. 
T F The ability to plan ahead is highly valued here. 
T F The administration expects people to report any 
violation of rules and regulations. 
T F Posters, drills, or slogans stressing physical 
safety are not unusual here. 
T F This place has a reputation for being indifferent 
to the public welfare. 
T F Regulations are interpreted and enforced in an under-
standing manner. 
T F People often run errands or do other personal services 
for each other. 
T F If something goes wrong, almost anyone is likely to 
be blamed, even those who had little to do with it. 
T F People have little to say to one another here. 
T F The administrative staff are often joked about or 
criticized. 
T F Most activities here are carefully planned. 
T F Personal rivalries are fairly common in this place. 
T F Risktaking, in the physical sense, is part of the 
day to day program. 
T F The activities of charities and agencies are strongly 
supported. 
T F Criticism is taken as a personal affront in this 
organization. 
T F People are expected to work out the details of their 
own problems in their own way. 
T F People who work hard here do so in spite of the 
realization that someone else will be getting the 
credit. 
T F Everyone is helped to get acquainted when new. 
T F A lot of people in this place walk around with a 
chip on their shoulder. 
T F All work assignments are laid out well in advance so 
that people can plan their own schedule accordingly. 
T F The important people at this place expect others to 
show proper respect for them. 
T F People here are sometimes reminded to take pre-
ventative measures against illness. 
T F Training people for service to the community is 
regarded as a major responsibility of the facility. 
T F Sound reasoning is rewarded here even though it may 
lead to unpopular conclusions. 
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T F People, here, have a great deal of freedom to do 
as they wish. 
T F No one is expected to suffer in silence if some 
regulation happens to create a hardship. 
T F There are few opportunities for informal talk with 
administrators. 
T F When people dislike someone here, they make no 
secret of it. 
T F Administrators are pretty practical and efficient 
in the way they go about their business. 
T F There are no favorites at this place; everyone gets 
treated alike. 
T F Conditions which involve some risk of physical 
danger are usually tolerated here. 
T F There are excellent opportunities here for members 
of minority groups. 
T F Many people seem to brood, act moody and are hard 
to figure out. 
T F The administrative staff is hardly ever concerned 
with the personal problems of the people who work 
here. 
T F People are made to feel inadequate here for admitting 
that they don't know the answers. 
T F People are reluctant to call one another by their 
first names. 
T F When people dislike a policy, they let the admini-
strative staff know it in no uncertain terms. 
T F The flow of important information down from the 
administrative staff is smooth and efficient. 
T F Anyone who knows the right people in the administra-
tion can get a better break here. 
T F Everyone here is "safety-first" conscious. 
T F The underdog enjoys sympathy and compassion here. 
T F There always seem to be a lot of little quarrels 
going on here. 
T F People who are always offering their assistance are 
likely to be regarded as a nuisance. 
T F The administration has little tolerance for corn-
plaints and protests. 
T F People spend a lot of time together socially. 
T F People are often noisy when brought together in 
groups. 
T F There is no wasted time here; everything has been 
planned right to the minute. 
T F There would be little opposition to the formation 
of a committee to control conduct and ethics. 
T F Few people here smoke or drink. 
T F People here expect to help out with fund drives, 
CARE, Red Cross, etc. 
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T F Administrative staff members are frequently 
jealous of their authority. 
T F The administrative staff will go out of their way 
to help you with your work. 
T F People here learn to accept criticism without 
talking back. 
T F People often prepare their work together. 
T F Most people pay little attention to rules and 
regulations. 
T F People do not know how to prepare to be rated be-
cause they do not know what is being looked for. 
T F People here always try to win an argument. 
T F Few people bother with rubbers, boots or other 
special protection against the weather. 
T F The people here are easily moved by the misfortunes 
and distress of others. 
T F The administration expects that there will be no 
deviation from established practices no matter what 
the circumstances. 
T F People here mind their own business. 
T F There is a lot of apple polishing around here. 
T F Members of the administrative staff listen to people 
as well as direct them. 
T F People check carefully before deviating from common 
policies and practices. 
T F Most people follow a regular plan for study and 
play. 
T F There is a recognized group of leaders who receive 
special privileges. 
T F People who are ill are encouraged to stay on the job 
and finish the day's work. 
T F "Lending a helping hand" could very well be the motto 
of this place. 
T F Many people here are superstitious. 
T F People here are usually quick to help each other out. 
APPENDIX D 
Minnesota Satisfaction Questionnaire 
MINNESOTA SATISFACTION QUESTIONNAIRE 
(short-form) 
The purpose of this questionnaire is to give you a chance 
to tell how you feel about your present job, what things 
you are satisfied with and what things you are not 
satisfied with. 
On the basis of your answers and those of people like you, 
we hope to get a better understanding of the things people 
like and dislike about their jobs. 
On the next page you will find statements about your present 
job. 
Read each statement carefully. 
Decide how satisfied you feel about the aspect of your 
job described by the statement. 
Keeping the statement in mind: 
-if you feel that your job gives you more than you 
expected, check the box under "Very Sat." (Very 
Satisfied) ; 
-if you feel that your job gives you what you 
expected, check the box under "Sat." (Satisfied); 
-if you cannot make up your mind whether or not the 
job gives you what you expected, check the box 
under "N" (Neither Satisfied nor Dissatisfied) ; 
-if you feel that your job gives you less than you 
expected, check the box under "Dissat." (Dis-
satisfied); 
-if you feel that your job gives you much less than 
you expected, check the box under "Very Dissat." 
(Very Dissatisfied). 
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Remember: Keep the statement in mind when deciding how 
satisfied you feel about that aspect of your job. 
Do this for all statements. Please answer every item. 
Be frank and honest. Give a true picture of your feelings 
about your present job. 
Ask yourself: How satisfied am I with this aspect of my 
job? 
Very Sat. means I am very satisfied with this aspect 
of my job. 
Sat. means I am satisfied with this aspect of my job. 
N means I can't decide whether I am satisfied or not 
with this aspect of my job. 
Dissat. means I am dissatisfied with this aspect of 
my job. 
Very Dissat. means I am very dissatisfied with this 
aspect of my job. 
On my present job, this is how I feel about 
1. Being able to keep busy all the time. 
2. The chance to work alone on the job. 
3. The chance to do different things from time to time. 
4. The chance to be "somebody" in the community. 
5. The way my boss handles his/her workers. 
6. The competence of my supervisor in making decisions. 
7. Being able to do things that don't go against my 
conscience. 
8. The way my job provides for steady employment. 
9. The chance to do things for other people. 
10. The chance to tell people what to do. 
11. The chance to do something that makes use of my 
abilities. 
12. The way company policies are put into practice. 
13. My pay and the amount of work I do. 
14. The chances for advancement on this job. 
15. The freedom to use my own judgment. 
16. The chance to try my own methods of doing the job. 
17. The working conditions. 
18. The way my co-workers get along with each other. 
19. The praise I get for doing a good job. 
20. The feeling of accomplishment I get from the job. 
APPENDIX E 
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ATTITUDES TOWARD ALCOHOLICS INSTRUMENT 
This instrument consists of a number of statements de-
scribing possible attitudes toward alcoholics. Would you 
please circle one of the four possible answers for each 
statement. 
A = Agree Strongly 
a = Agree Mildly 
d = Disagree Mildly 
D = Disagree Strongly 
There are no right or wrong answers. What is desired are 
simply your own personal reactions. 
A a d D 
A a d D 
A a d D 
A a d D 
A a d D 
A a d D 
A a d D 
A a d D 
A a d D 
1. The alcoholic can be helped if he gains in-
sight into the role that his drinking plays 
in his efforts to adjust to personal 
problems. 
2. In general, alcoholics cause others great 
embarrassment in most situations. 
3. Although others may feel differently, I 
personally would rather have as little as 
possible to do with an alcoholic. 
4. Alcoholics have inherited a tendency to 
develop their drinking problem. 
5. Alcoholics are not essentially different 
from other human beings who have difficulty 
in adjusting to problems in living. 
6. Most anyone could turn to alcoholic abuse in 
the face of frustrating life experiences and 
certain opportunities to relieve tensions 
through alcohol. 
7. Alcoholics should not be sent against their 
wishes to any institution for drinking too 
much even if it is a hospital. 
8. Even if no clear-cut evidence has yet been 
discovered by scientists to establish a 
biochemical cause for alcoholism, I am 
convinced that it will be found in the future. 
9. Alcoholics are usually unreliable friends. 
146 
A adD 10. Most alcoholics just want to live it up 
and are irresponsible. 
A adD 11. If alcoholics weren't so weak-willed, they 
could control their drinking. 
A a d D 12. A good moral or religious upbringing is the 
thing that's lacking in the alcoholic. 
A adD 13. Alcoholics should be thought of and treated 
as sick people. 
A a d D 14. All things being equal, the alcoholic has 
never learned to assume the responsibility 
of adulthood. 
A a d D 15. Alcoholism is essentially the learning of a 
maladaptive habit. 
A adD 16. The alcoholic cannot be held responsible 
for being sick any more than a patient with 
a heart condition can be held responsible 
for his illness. 
A adD 17. Some people have a physical makeup that 
doesn't permit them to tolerate even a 
couple of drinks without becoming drunk. 
A adD 18. The best treatment for an alcoholic is 
early medical attention. 
A a d D 19. Great care should be taken to treat the 
alcoholic not as an evil person but as 
someone who requires social understanding 
and assistance. 
A a d D 20. The problem of alcoholism could be eradicated 
if only we could detect early in life the 
special abnormality fo_und in the body of the 
person who will become alcoholic. 
A adD 21. Most alcoholics really have similar sensi-
tivities and needs as most people. 
A a d D 22. It is unfair to think of an alcoholic as 
having emotional problems because he is 
really suffering from an illness. 
A a d D 23. Alcoholics will usually try to get other 
people to fall in with their bad drinking 
habits. 
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A a d D 24. Alcoholics should not be charged with a 
crime for being drunk unless they commit 
an additional offense that would apply to 
other people as well. 
APPENDIX F 
Data Questionnaire 
DATA SHEET 
Introduction 
Please answer all of the following questions as best you 
can. Remember, there is no need to provide any identifying 
information. 
Demographic Variables 
1. What is your age ? 
2. Sex (Circle one): Male Female 
3. What is your race? (Check one) 
White American Indian 
Black Asian 
Hispanic Oriental 
Other, Please Specify 
4. What is your level of education? (Circle highest level 
attained) 
Grammar School 1 2 3 4 5 6 7 8 
High School 1 2 3 4 
College 1 2 3 4 
Graduate School 1 2 3 4 
If you went to college, what was your major? 
As an undergraduate 
As a graduate student 
5. What is your job title? 
6. Do you currently hold a license or certification to 
practice a specialty? 
Yes No 
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7. How long have you been employed with this agency? 
Years Months 
8. How many years have you been in your current position? 
Years Months 
9. How long have you worked in the field of alcoholism 
treatment? 
Years 1'1onths 
1 0. Do you plan to be in the field of alcoholism treatment 
(Check one): 
Five years from now? Yes No 
Ten years from now? Yes No 
The rest of your working life? Yes No 
11. What percentage of time do you spend in the following 
programs? 
Detoxication 
Residential Rehabilitation 
Outpatient 
Halfway House 
Other (Specify 
100% Total 
APPENDIX G 
Letter to Program Director 
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Dear 
I am in the process of writing my doctoral thesis at 
Loyola University and I would like to ask for your 
facility's cooperation in a study I am conducting. 
The study will involve the direct care staff of your 
program. This includes staff from all three shifts and 
professional as well as non-professional staff. No 
clients from the program will be asked to participate. 
Staff participation is voluntary and all responses will 
be held confidential. There will not be a need for any 
staff member to identify himself on any of the materials. 
The basic purpose of the study is to examine job satis-
faction and attitudes of staff working in two types of 
residential alcoholism treatment programs. These will 
also be related to some personality and organizational 
climate variables. 
I am asking staff to complete several questionnaires. 
One of them is a basic data sheet asking educational and 
work related questions. It should take approximately 
45 - 60 minutes to complete the questionnaires. 
When completed, the questionnaires can be returned to me 
by mail. I will supply the envelopes and postage as well 
as all other materials. Staff will not have to provide 
anything. 
The questionnaires can be completed at each staff member's 
convenience. It will not be necessary to interrupt the 
program's routine in order to complete thern. I will also 
ask that shift supervisors distribute the materials to 
staff that work with them. Instructions for their distri-
bution will be provided. 
The study has been reviewed by a University CO@nittee es-
tablished to ensure that there is minimal risk to human 
subjects in any experiment carried out under the auspices 
of the University. The committee has given its approval 
to my study. 
I will be willing to return and report my results to your 
staff as part of an in-service training program. Of course, 
if there are any other questions, I will be happy to 
answer them. 
Thank you, 
/ Ernest Marquez 
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Dear Supervisor: 
The attached envelope contain questionnaires that I am 
asking you to distribute to the staff that work with 
you. These materials are part of a study I am conducting 
for my doctoral thesis. 
The basic purpose of the study is to examine differences 
in attitudes toward the job and alcoholics among staff 
working in residential treatment programs. In addition, 
I am asking staff to complete questionnaires on things 
they like and don't like to do as well as how they perceive 
the organizational climate. Finally, I am asking staff to 
complete a data sheet for background information. 
I would appreciate it if you would distribute one envelope 
for each staff member. Each contains a letter asking him 
to participate in the study as well as some directions. 
You may explain as much as you know of the study to them. 
Please assure them that all responses are anonymous and 
will be treated confidentially. Participation is volun-
tary. The questionnaires can be completed at their con-
venience and returned to me in the stamped envelopes. 
Packets should be given to staff who have direct contact 
with the program's clients. 
If there are any questions, I can be reached at my office 
in Elgin at (312) 742-1040, extension 2030. Thank you for 
your assistance. 
Sincerely, 
Ernest Marquez 
APPENDIX I 
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Dear Staff Member: 
I am currently writing my doctoral thesis at Loyola Uni-
versity and am asking for your cooperation in my research 
study. This study is, examining attitudes, job satis-
faction, and work climate as perceived by staff in certain 
types of alcoholism residential treatment programs. 
With your cooperation, I would appreciate it if you would 
answer the attached questionnaires as honestly as you can 
when you have the time. It should take no more than 
45 - 60 minutes to complete them. There will be no need 
to put any identifying information on any of the forms. 
All responses will be treated conficentially. 
Each of the forms has been coded for purposes of keeping 
responses from the same individual together in the event 
they should be separated. Please be sure and answer all 
questions and not leave any blanks. 
Once you have completed the forms, return them to me in the 
stamped envelope by November 15, 1981. 
I hope you find completion of the forms of some interest to 
you. I shall always be grateful for your assistance and 
cooperation. 
Thank you, 
; Ernest Marquez 
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Dear Staff Member: 
In late October or early November you were given several 
questionnaires as part of a study I am conducting for my 
doctoral thesis. Your participation in this study is 
voluntary. If you are planning to participate but have 
not returned the materials, I would appreciate if it you 
would complete and return them to me at your earliest 
convenience. 
If you have returned them to me, I appreciate your 
cooperation. 
Should you have any questions, please feel free to contact 
me at my office at 793-8440, extension 2030. 
Thank you, 
~ Ernest Marquez 
jjl 
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